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ABSTRACT 
Infrastructure spending is regarded to be one of the major contributors to economic 
growth. The purpose of the study was to investigate how infrastructure projects could 
engender professional skills development. The topic is focused on a human resource 
(HR) perspective as it is one of the knowledge areas in project management.  
In order to achieve the research objectives and also establish the breadth of the subject 
issues in the literature review, a qualitative methodology was employed. Interviews 
were conducted and the majority of the participants were working towards 
professional registration in the built environment professions.  
The empirical findings that emerged from the study show that the majority of the 
respondents agreed that HR units should be aware of the legislation related to 
professional training and education. The interviewees further elucidate that, although 
professional registration is the primary duty of the candidate, HR units should ensure 
that interns are doing what is in line with their professional requirements, according to 
different councils, to ensure compliance. However, the lack of a structured approach 
in administering training programmes is a key factor that contributes to the lack of 
development of professional skills on government sponsored infrastructure projects. 
This must be addressed to attain the desired professional development outcomes 
among historically disadvantaged individuals (HDIs) that are keen on professional 
registration and development in the built environment professions. Other empirical 
findings showed that most of the respondents showed some concern regarding job 
security with their present employment. They explained that once the status of 
professional registration is attained, securing employment in the industry should be 
relatively easy. South Africa needs a highly skilled workforce to ensure growth of the 
economy therefore HR departments in organisation should adapt a systematic 
approach in their HR planning in order to ensure skills are engendered to HDIs as 
well. 
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DEFINITION OF TERMS 
Human resource development: HRD is defined as: 
“…..a process of enhancing the ability of the HR through development, and a 
process of adding value to individuals, teams or an organisation as a human 
system” (Tabassi et al., 2011: 509). 
Motivation: Motivation is defined as: 
“Motivation represents the psychological state or predisposition of an 
individual with respect to choices involving the direction, intensity, and 
persistence of behaviours.” (Noble, 2008: 249). 
Job satisfaction: Job satisfaction is defined as: 
“….job satisfaction is used to measure workers intrinsic satisfaction with their 
work...” (Sim et al, 2011: 1235). 
Empowerment: Empowerment is defined as: 
“It is a change strategy with the objective of improving both the individual‟s 
and the organisation‟s ability to act.” (Werner, 2011: 25). 
Education: Education is defined as: 
“…the activities directed at providing the knowledge, skills, moral values and 
understanding required in the normal course of life. Education therefore 
encompasses a wide range of activities rather than merely equipping an 
individual with specific skills to perform a particular job or function.” (Meyer, 
2007: 5-6). 
Training: Training is defines as: 
“…the transfer of specific skills to an employee so that he or she can perform 
a very specific job or task. Training is therefore more tasks orientated in the 
sense that it is concerned with skills acquisition and work performance.” 
(Meyer, 2007: 6). 
Development: Development is defined as: 
 xiii 
 
“Development occurs when on-going learning opportunities are created so that 
employees can improve and maintain high levels of performance.” (Meyer, 2007: 
6). 
Job Security: Job security is defined as:  
“… Job security is an important employee perceptual factor in determining 
satisfaction and intensions to stay with a company.” (Noble, 2008: 247). 
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CHAPTER 1 
1 The Research Background 
1.1 Introduction 
Twenty years after South Africa has been declared a democratic country, millions of 
South Africans continue to live in conditions of abject poverty and social inequality. 
Although important progress has been made with respect to gender inequality, 
through increased access to health facilities and educational facilities, the vast 
majority of the populace still live below the poverty line as indicated in Table 1.1 
(Statistics South Africa (STATSA), 2013: Page V)).  
Table 1.1: South African Labour Force Survey 
 Jan – March 2013 
Thousands 
Population 15 – 64 years 33 240 
Labour force 18 222 
Employed 
 Formal Sector (Non-agriculture) 
 Informal Sector (Non-agriculture) 
 Agriculture 
 Private households 
13 621 
9 586 
2 192 
739 
1 105 
Unemployed 4 601 
Rates % 
 Unemployment rate 
 
25.2% 
Source: STATSA (2013, p V) 
The first problem for the research is depicted from the problem of a high rate of 
unemployment in South Africa. South Africa as a developing economy is unique 
because it comprises of both socialist (public sector) and capitalist characteristics 
(private sector). Zhao (2011: 232) shares development experienced by China and 
states that: 
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“….private enterprises are much more difficult than state owned enterprises 
in many aspects, so a lot of private enterprises present a phenomenon of 
„lasting briefly, and growing with difficulty‟”.  
According to the phrase quoted above, in a developing economy if pressure is applied 
to private companies especially the small and micro enterprises, they will eventually 
suffer and therefore lead to their demise. According to the context discussed on the 
latter quote, the public sector have the financial muscle to fund programmes and 
therefore meet any HR requirement at their point of need whereas the private sector 
does not have that luxury. This is because the private sector is informed by specific 
information for decision making. Ismail et al (2010: 396 – 420) in their study further 
suggests that turnover, profit, market share as well as ranking in the industry are the 
kind of information required to ensure that organisations are capable of planning and 
meeting the service needs of the industry and thereby the planning and meeting 
organisational human resource needs accordingly. This could mean that without 
intentional public infrastructure funding, which can be seen as support from the 
government, such as in a socialist economy, contractors and consultants are forced to 
grow cautiously or rather create a phenomena where private enterprise are not able to 
flourish and therefore last briefly. With these phenomena in the field of employment, 
Job security in the industry could escalate to degrees of restless proportions in the 
labour market and therefore can be a destructive recipe to the unemployment problem 
rather than helping the situation.  
The World Bank (2013) classifies a developing country in terms of the geography, 
income group and lending category. The bank further defines this classification as: 
 Geographic region: Classifications and data reported for geographic regions are 
for low-income and middle-income economies only. Low-income and middle-
income economies are sometimes referred to as developing economies. The use of 
the term is convenient; it is not intended to imply that all economies in the group 
are experiencing similar development or that other economies have reached a 
preferred or final stage of development. Classification by income does not 
necessarily reflect development status. 
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 Income group: Economies are divided according to 2012 GNI per capita, 
calculated using the World Bank Atlas method. The groups are: low income, 
$1,035 or less; lower middle income, $1,036 - $4,085; upper middle income, 
$4,086 - $12,615; and high income, $12,616 or more. 
 Lending category: IDA countries are those that had a per capita income in 2012 of 
less than $1,205 and lack the financial ability to borrow from IBRD. IDA loans 
are deeply concessional—interest-free loans and grants for programs aimed at 
boosting economic growth and improving living conditions. IBRD loans are non-
concessional. Blend countries are eligible for IDA loans because of their low per 
capita incomes but are also eligible for IBRD loans because they are financially 
creditworthy. 
According to the information regarding income group, South Africa falls within the 
upper middle income economy (World Bank, 2013). Akinyemi and Abiddin (2013: 
150) states that:  
“the categorization of the nations into developed and developing nations is 
based on the human development rates of the people of the nations.”  
The fact that South Africa falls into the category of upper middle income economy 
depicts that the country is more than capable to meet its economic need head on so as 
to see to its own development. The latter phrase also suggests that South African 
human development rates are adequate for an individual to be able to afford a 
dignified living standard and thereby making a meaningful contribution to the 
mainstream economy. This can only be possible should the mammoth task of 
equipping the youth with essential skills which form the greater part of the 25% 
population that is unemployed. Economic information that is at hand might appear to 
be high level but Akinyemi and Abiddin (2013: 150) assert that:  
“human capital development theory is applicable at every level of human 
setting and organisation: individual level, family level, community level, 
organisation level, national level and international level.”  
This means that by extrapolating relevant information from the economic indicators, 
government, contractors and consultants can be in a better position to plan and 
implement human resource management strategies.  
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This gives an impression that it is essential for consultants and contractors to come up 
with a human resource plan for their business needs in the light of their envisaged 
market share. This can only be possible with the clear investment intention from the 
hand that helps, which is the government. According to an article written by the 
Sowetan newspaper journalist, Moeng (2012: 8) states that the City of Johannesburg 
municipality has adopted a new growth and development plan. This plan is developed 
to ensure that the services that the municipality discharges reflect the needs of the 
community which are the main stakeholders. The author describes that Johannesburg 
may need about R100 billion in the next 10 years to upgrade infrastructure to keep up 
with its growing population. Carter (2013: 15) says that:  
“…Government announcement to unlock infrastructure and build momentum 
within the industry, the construction sector is expected to pick up pace and 
gain an influx of interest.”  
This statement encapsulates government‘s commitment in using the construction 
industry as a labour intensive industry to drive the economy. This is also to drive state 
objectives, which include the achievement of creation of employment and therefore 
decrease the unemployment rate in South Africa.  
What does this human resource planning entails and why is it important? Cascio 
(2006: 172) further describes workforce planning as:  
“...planning for people who will do the organisation‟s work…..”  
There is, however a toll called an organogram that is used for planning for the human 
resource required by the organisation. The problem with the organogram is that it 
does not have the intelligence to perform and measure resource levelling. The 
organogram also does not have the intelligence to perform skills normalisation in 
order to ensure attainment of organisational objectives. Normalisation in a form of 
establishing the level of skill of the resource, HR steps to take to ensure the technical 
and professional skill‘s gaps are closed for those that lack such skills and also ensure 
that soft skills such as leadership skills also emanate from the HR intervention and or 
implementation strategy. To emphasise the need for skills to charter the organisation 
into innovation, Ismail et al (2010: 396 – 420) further eludes that:  
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“.., with the current evolutionary focus on technology renewal and new 
sources of growth, there is a critical inclination of firms to view 
innovativeness and competitiveness as pertinent factors ….”  
Quadri et al (2013: 89 – 104) mends the two schools of thought (the planning focused 
school of thought and the skills focused school of thought) by suggesting that: 
“exogenous as well as endogenous theories of growth acknowledge the effect 
of human capital on economic growth…”  
This clearly shows that there problem could emanate from the lack of government, 
consultants and contractors and or the enabling support from government in 
identifying the HR requirements so as to make a formal decision to prepare proper 
planning and also invest in both the hard (exogenous) and soft skills (endogenous) 
that will enable their employees to attain the company‘s strategic objectives. With the 
opportunity of government increasing and intensifying without seizing its investment 
in infrastructure, government, the consultants and contractors can have the 
opportunity of invest in proper training as they still need to answer regarding the 
quality of work? However, the implementation of these intended strategic objectives 
leaves much to be desired. 
In South Africa, the construction industry is one of the key contributors to the 
development and growth of the economy. As shown on Figure 1, the infrastructure 
sector contributes 7% towards the country‘s Gross Domestic Product (GDP) 
(STATSA, 2013: i). The sector is a combination of the electricity, gas and water 
supply industry and the construction industry (SIC 4 and SIC 5). This is a fairly 
significant portion considering that a portion of the manufacturing industry is 
converting raw material into secondary goods. These are eventually sold to the 
construction industry to be converted into finished goods. This will further make a 
contribution to the construction industry. The construction industry is an industry with 
unique characteristics. One of the unique characteristic of the construction industry is 
its labour intensive nature. Another character of the industry is that it consists of a 
diverse number of trades, which eventually work together to achieve a finished 
product. Each trade needs unique expertise that will enable one to participate on the 
basis of skill. A collection of expertise is relative to the practical experience gained on 
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the particular trade. Hence, it can be argued that there are existing dynamics between 
professional development and the increase in infrastructure investment through the 
construction industry. However, the benefits and disadvantages in the dynamics has 
not been explored to a large extent in past research projects. Mold (2012: 252) 
cautions infrastructure led development by citing the fact that, ―infrastructure is 
important, but so too is spending on agriculture, on diversification and strengthening 
social protection systems.‖ Without diminishing the vitality of infrastructure 
investment, he explains further by stating that, ―To maintain a balanced strategy, it is 
clear that Africa state needs to maintain a protagonist role in infrastructure provision 
and do so in an efficient, sustainable way.‖ 
 
Figure 1.1: Percentage contribution to total turnover per industry for the quarters 
ended March 2013 (Source: STATSA, 2013: 3) 
  
SIC 2 – Mining and quarrying industry      
 SIC 3 – Manufacturing industry      
 SIC 4 – Electricity, gas and water supply industry    
 SIC 5 – Construction industry       
SIC 2, 7.40% 
SIC 3, 31.00% 
SIC 4, 2.00% 
SIC 5, 3.80% 
SIC 6, 34.10% 
SIC 7, 9.00% 
SIC 8, 
9.90% 
SIC 9, 2.80% 
INDUSTRY CONTRIBUTION TO GDP 
SIC 2
SIC 3
SIC 4
SIC 5
SIC 6
SIC 7
SIC 8
SIC 9
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 SIC 6 – Trade industry        
 SIC 7 – Transport, storage and communication industry   
 SIC 8 – Real estate and other business service industry   
 SIC 9 – Community, social and personal services industry 
1.2 Problem Statement 
 
Mold (2012: 247) states that: 
“…because of the low levels of infrastructure development, it became 
increasingly widely accepted that public investment in infrastructure could 
drastically increase the productivity of private capital; hence the two became 
commonly regarded as complementary.”   
Infrastructure investment affects and or impacts on all sectors of business across 
industry. For instance, part of the mining sector will be directly and positively 
impacted by an increase in infrastructure investment. This is the same with the 
electricity, gas and water sector and all industries mentioned in figure 1.1 above. 
Infrastructure investment will have a chain reaction on the labour force across 
industries. This means that business in the private sector professional firms will start 
to experience a booming effect and hence HRD of such professional firms should plan 
for success in an inclusive manner. Although investment in infrastructure impacts all 
industries one way or the other, this study will specifically focus on its effect in the 
construction sector. The statement of the problem is therefore formulated as:  
Exploitation of infrastructure investment by consultants and contractors suffers an 
oversight on human resource development especially where the historically 
disadvantaged individual is concerned as a result it fails to engender professional 
skills.  
Monaghan et al (2010: 54) makes an intriguing suggestion that:  
“HRD‟s functions can have a direct impact on white privilege and racism 
within organisations that affects the strategic advantage of the business and 
the bottom line.” 
This statement emancipates the floor so as to address the perceptions regarding job 
security as job and employment opportunities for the historically disadvantaged seem 
to have significantly increased. This is due to the increase in investment in 
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infrastructure and the policies of the SA Government to support the development, 
employment and economic empowerment of PDIs in order to address the imbalances 
and discrimination of the past. However, the problem remains that the support for 
their professional development is inadequate. The researcher was required to explore 
the opportunity for growth amidst the imperfect and dynamic nature of the 
construction industry, with specific reference to the HR development policies and 
practices?  
The current literature with regard to the problem is considered deficient as the closest 
research with any relation to the study addresses the benefits and costs of construction 
craft training in the Unites States (see Wang, Goodrum, Haas, Glover and Vazari, 
2008 and 2010, McGuinnuess and Bennette, 2006), the usefulness of training in the 
construction IT sector (see Tse, 2005). Most of the published research related to skills 
that could be traced was of a more craftsman or artisan specific and not focused on 
professional skills. Some of the limited material related to professional training was 
based in Tanzania (see Debrah and Ofori, 2006), leadership behaviour in construction 
project managers (see Skipper and Bell, 2006). Most of the study that focused on 
government spending, construction employment and training were very old material 
dating back to the late 1990‘s and were based in either the United Kingdom or the 
United States (see Agapiou, 1997, Gann and Senker, 1998, Shipton and Sheckleton, 
1997).  South African material on Continuous Professional development was focused 
on the medical sector and the education sector (see Maharaj, 2013 and Varela, 2012). 
The studies, to mention a few, generally focused on the universal training and 
development of workforce in the construction sector (see Tabassi, Amli and Abu 
Bakar, 2011), government spending skewed towards consumption rather than 
infrastructure (see Styne, 2009), impact of government spending and growth (see 
Butkiewicz and Yanikkaya,  2009) and mentorship for professional development of 
novice entrepreneurs (St-Jean, 2012). This research is considered meaningful as it will 
attempt to heighten awareness, create dialogue and provide a greater understanding of 
how the problem at hand is anticipated in practice (Barritt, 1986 as cited in Creswell, 
2012: 133). In fact Mulder (2006: 114) agree with the statement by stating that: 
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“There is nothing wrong with conflict as long as people maintain a basic level of 
communication and respect. Conflicts seem to be the only way towards 
emancipation.” 
 
1.3 Research Questions 
1.3.1 Research Question 1 
How does rigid attention to technical skills perceived to be central to project delivery 
affect soft skills among built environment professionals? 
1.3.2 Research Question 2 
What support can be granted to diminish job insecurity especially amongst young 
candidate professionals in the built environment? 
1.3.3 Research Question 3 
How does the lack of HR development and related training legislation in the built 
environment industry affect the professional growth of the employees of contractors 
and consultants engaged on such projects? 
1.4 Aim and objectives of the study 
The research project aim was to analyse candidate professional employees in 
consulting firm and construction firms regarding their perception on professional 
development, training and levels of job insecurity in the construction industry. The 
study seek to gather the full comprehension and thereby guided understanding 
regarding legislation and other policies that impact on professional development in the 
built environment professions. The research project is vital in giving direction to 
management policies that are related to human resources in the project management 
domain. Thus, the specific objectives of the study include: 
 To explore the composition of HRD interventions in an effort to balance technical 
skills with other soft corresponding skills from the interviewee‘s perspective.  
 Determine if there is a connection between lack of HRD and the job insecurity 
impediments on route towards professional development in the infrastructure 
sector. 
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 Explore if HR is committed to administering structured training programmes that 
work well for built environment professional development. 
 Investigate, from the perspective of employees, if the HR department is familiar 
with the laws, policies and procedures that govern training and education that 
fosters and in alignment with professional development in the built environment.  
 Explore the relevance of policies, regulations, skills development bodies and 
implementing agencies and the life cycle for professional development. 
1.5 Scope of the study 
The study was limited to the built environment professions, which are under the 
umbrella of Council for the Built Environment (CBE) in South Africa. According to 
the CBE Act no. 43 of 2000, ―The objectives of the council are to- …..(d) Facilitate 
participation by built environment professions in integrated development in the 
context of national goals;‖ The CBE is a statutory body that has been created by an 
Act of parliament. This means that it is lawful and cuts across all built environment 
professions. The CBE Act s.1 (ix) (a - f), mentions the professions that the Act is 
referring to, these are: 
 Architectural profession. 
 Project and Construction Management professions. 
 Engineering professions. 
 Landscape Architectural profession. 
 Property Valuers profession. 
 Quantity Surveying profession. 
This includes the planners who form an integral part of the construction industry. This 
profession is called town planners profession.  
These built environment professions are often engaged in infrastructure projects. The 
study covered the role of the public entities as enablers in skills transfer rather than 
complete reliance of the private sector in providing these skills. The study also tapped 
into issues related to economic and intellectual empowerment. 
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The research population of this study was therefore confined to active candidate 
professionals and professionally registered individuals with less than five years of 
post-professional registration experience. This is because the newly professional 
registered individuals are at the tender stage for learning and solidifying their 
mentorship skills. The companies must be based in the Gauteng province operating in 
the Midrand and Pretoria region. The participants were further required to be in 
possession of a valid educational degree which sets a minimum requisite on route 
towards professional registration. 
1.6 Assumptions 
 The framework for professional development is more complex than is 
perceived. 
 Professional skills development mandated by statutory council registration in 
South Africa but will continue to be marginalised if HR departments are not 
dressed to align to statutory skills prerequisites. 
 The ability of infrastructure investment in engendering professional skills may 
improve Job security. 
 Investment in infrastructure may bring about an improvement in the business 
related HR obstacles that hampers professional development. 
1.7 The importance of the study 
The research project is designed so as to identify the professional HRD benefits that 
are promoted through investments in infrastructure projects. This study will inform 
government on the essence of professional development which promotes and quicken 
the sense of professionalism, improve the attitude of workers and therefore lead to 
increased productivity. The study should help government in fostering the 
implementation of structured skills programmes that is focused on professional skills 
development. 
This research project sets out to find the answer to the need for the employment and 
professional development problems faced by the country. The public sector‘s budget 
is based on prioritisation of essential services. Therefore, this study can inform 
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government and public entities on the benefits of prioritising on sectors that are 
inclusive as far as development is concerned. 
1.8 Conclusion 
The research project is designed in order to improve the understanding of the link 
between infrastructure investment and professional development. This refers to 
increased domino effect towards new professional registration in the built 
environment discipline as a result of intensified infrastructure investment by the 
government. The importance, aims and objectives of the research project were also 
discussed. The literature reviewed shows the need for government to tip the scale in 
favour of professional skills development. This partnership between government and 
the private sector will prompt the improvement of HRD policies at a national scale 
and also organisational level. This will also improve job security as employees will 
have high levels of skills at their disposal and therefore making a meaningful 
contribution to their respective organisations. For example, once a person acquires 
skills and is able to register as a professional, he may perform his professional duties 
in order to provide income and therefore a better living standard for himself. In the 
event of his place of employment is closed down he may be able to open his own 
practice where he can sustain himself. This is the same when a project is completed as 
far the contractor firms are concerned, this individual can contribute his professional 
skills onto another project. The construction industry has been the focal point for job 
creation for the South African government. 
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CHAPTER 2 
2 The Review of Related Literature 
2.1 Job security 
2.1.1 Introduction 
Recent publication on the reasons behind lack of job security (ILO, 2012), states that 
job security is contributed by various factors that are not limited to:  
“……………… (2) Poor quality and relevance of training -  Weak quality 
assurance, too few or poorly qualified trainers, poor working conditions for 
trainers, and outdated qualifications, curricula, training materials and 
methods all inhibit the quality of training. Limited labour market information 
and inability to translate such information into improved training undermines 
relevance. 
In this era of globalization, the competitive environment faced by organisations 
fosters various forms of employment flexibility which triggers employees‘ worries 
about their employment stability and job continuity (Loi et al., 2010: 670). In the 
construction industry, these employment flexibilities are described by Tabassi (2011: 
510) as being the dynamic and temporary nature of the construction project which 
may culminate to, ―…fears and frustrations of job loss.‖ Fear of job loss are further 
attributed by pressures for fulfilling survival needs which are discussed further using 
Maslow‘s hierarchy of needs. Jobs are important to individuals because they help 
determine standards of living, places of residence, status (value ascribed to individuals 
because of their position), and even a personal sense of self-worth, whereas jobs are 
important to organisations because they are the vehicle through which works (and 
thus organisational objectives) are accomplished (Cascio, 2006: 158). This passage 
suggests that employment benefits both the individual and the organisation. It can be 
derived from the above statement that employees should therefore strive to provide 
best services whereas employers should strive to give employee proper training in 
order to attain high quality work output which is required for the organisation to have 
competitive advantage. 
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2.1.2   Job security in the construction industry 
In order to develop a better understanding of job security in the construction industry, 
the literature suggests that construction organisations show poor commitment to HRD 
due to the belief that it is a costly function (Raiden and Dainty, 2006: 70). This is not 
a good attribute as employees might be compelled to leave the place of employ and 
therefore which potentially makes the company employees more attractive to 
competitors. Given the uniqueness of the construction industry, can one accept job 
insecurity as a normal variable that comes with the territory? A project is a temporary 
endeavour undertaken to create a unique product or service. Temporary means that 
every project has a definite start and end date. Unique means that the product or 
service is different in some distinguishing way from all similar products or services 
(PMBOK, 2004: 5).  
A key characteristic of the industry‘s output is that the finished product is largely non-
transportable and must therefore be assembled at a point of use, usually outside, 
(Raiden and Dainty, 2006: 64). Once the project is at the execution phase, contractor‘s 
set up temporary operations for site works in order to perform construction duties. 
The site where works will be done are not movable and therefore the site will act as an 
office away from the central office for management of site. Efforts are pulled together 
and focused on bringing the project into execution. Once the project is executed and 
delivered to the customer, the teams are disbanded. However, the subject of job 
security is not limited as at the point where teams are disbanded. Job security also 
depends on the prevalent ability for the industry to provide work for the same 
profession elsewhere within the industry. Once the project is executed to client 
specification, the works are packaged and handed over to the user which may not 
necessarily be the client. This requires the contractor to disband the management 
team. It is clear that for the reason that because of the dynamic nature construction 
industry, HR is required to be more sophisticated in their HR planning, training and 
development in order to retain skills resource. These sophisticated HR techniques are 
further discussed under the topic of training. Disbanding of management resources 
will slow the progress of the business as far as competitive advantage is concerned. 
This is because once the contractor obtains another project; the organisation may have 
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to start from the beginning trying to assemble an effective production team (Tabassi et 
al., 2011: 510). This dynamism may force the organisations to only keep a few key 
skills in an organisation in order to minimise organisational overheads (Van Zyl et al., 
2013: 76). Maintaining few overhead costs may help during those times where the 
organisation is unable to find employment. The question at this point may be that, 
how does the government ensure that these key skills are the HDIs? Over and above 
that, these organisations at some point in their existence they expand due to the 
intensifying investment to infrastructure in the industry, how can government ensure 
that the HDIs compete fairly in the employment market without being marginalised 
for one reason or the other? These questions will be further deliberated under topics 
for training and development. 
As aforementioned, the subject of job security is not limited as at the point where 
teams are disbanded. Job security also depends on the prevalent ability for the 
industry to provide work for the same general profession elsewhere within the 
industry (Noble, 2008: 248). This brings another spanner to the works regarding job 
insecurity. This suggests that the matter of geographical location is not the key aspect 
that contributes to job insecurity nor does the fact that the team is disbanded after the 
project has been completed, the primary aspect in terms of job insecurity may perhaps 
be the ability for the individual in finding other employment in the same profession. 
This is a matter of the ability of the industry to offer the opportunity and or the 
demand for the subject skills and also continuity throughout an individual‘s career to 
work for the same profession whether in the same company or a different one. This is 
where government can offer support to diminish the effects of job insecurity. This is 
through investment in infrastructure in order to create a more flexible working 
environment. Earlier in the research project, Debra and Ofori (2006: 442) suggested 
that: 
“……above all else, sustainability of funding is the most important 
consideration in setting up a training programme.” 
If the flexibility is applied and sustainability of funding is considered thorough 
increase in infrastructure investments, individuals may be able to find employment 
elsewhere even after the project has been completed. Government interventions in the 
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case of HRM are those intensive and comprehensive human resource systems, 
practices and activities undertaken by a nation or organisation to utilise its human 
resource effectively (Analoui, 2007: 281). The main focus of the intervention is to see 
to the increase in the professional skills of the labour in the construction sector with 
emphasis on redressing issues of inequality in the sector. These infrastructure 
interventions can offer support to alleviate job insecurity by creating an opportunity 
for the individual find another place of employ when the operations on the 
construction site seize and the project is completed. Government can increase its 
investment in infrastructure but if professional skills are not engendered on the 
employee, these individuals may not have the power to fight back their unemployment 
status. Therefore professional skills development should become government‘s 
requirement to contractors and consultants engaged in these infrastructure projects. 
This will ensure that HR is utilised effectively. Systems in a form of HR database 
system for individuals involved as candidates so as to track their progress towards 
professional registration in light of the temporary nature of projects, process and 
procedures to support HR requirements. These are further discussed hereunder the 
training subject.   
2.1.3 Influences of job insecurity 
The question that may be asked at this point in this research can be that what causes 
this job insecurity? Job security may be one of the most complex and interesting due 
to the many forces that can influence its perception and its uncertain downstream 
effects (Noble, 2008: 248).  
The author further explains the forces that influence job security as:  
“Macro-environmental factors such as a downturn in the economy, 
organisational factors such as impending restructuring or changes in 
supervision; and self-assessments of performance, worth, and “replacability” 
may all influence perceptions of job security.”  
 
 
How does HR involved in construction projects get affected by escalation in job 
insecurity caused by such influences? Referring to the first factor that causes job 
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insecurity which is downturn in the economy which depicts that during times where 
the overall business climate is buoyant: few workers are unemployed, productivity is 
increasing and not many firms are going bust. At other times, however, business is not 
good: there are many unemployed workers, cutbacks in production are occurring and 
a significant number of firms are in receivership (Myers, 2011: 211).  
This clearly denotes that during times of wealth in the macro economy prospects, job 
security is also at its peak. This is attributed by the fact that during this time, treats of 
unemployment rest dormant, productivity is high and business is on its upswing. The 
reverse is also true that during the times of the economic crunch, job security is also at 
its low due cutbacks in production. This may eventually lead to an increase in the 
number of retrenchments, management teams are disbanded and therefore this 
contributes to an increase in unemployment rate of a country. In essence, the latter 
quote also signifies that there may also be a decrease in the prospects for new 
employees entering the market so as to contribute to the mainstream‘ economy. This 
is not because these new prospective employees do not wish to involve themselves 
with the industry; the fact of the matter is that the economic conditions are not 
conducive for the job market. These economic prospects affect the construction 
industry; in fact economic prospects affect business across all industries.  
The second factor influencing job insecurity which is described above as 
organisational factors. These methods can be divided into three types: organic 
development, acquisition (or mergers and disposals) and alliances (Johnson, 2012: 
356). These are described by means which strategy can be pursued by organisations. 
In all these aforementioned organisational methodologies for pursuing strategy, these 
methodologies can cause uncertainty regarding job prospects of some employees. 
These can further lead to a great deal of fear for job loss amongst employees. During 
this period, competitiveness is often achieved by and associated with industrial 
mechanisms such as restructuring, downsizing, reducing overheads and moving 
towards specialisation, all of which normally translates into reducing the number of 
employees involved in delivering a service (Van Zyl et al., 2013: 76). These 
organisational changes introduced due to restructuring along with other techniques, 
are characterised by flatter organisational structures which explains the reason behind 
 18 
 
the employment reduction (Warner, 2011: 7). During acquisition, there may be some 
conflict created in terms of duplication of roles and subsequent relinquishment of 
powers.  
2.1.4 Employee quest in minimising stress caused by job insecurity 
What happens when employees (labour force) is experiencing job insecurity? During 
times of increased job insecurity, an individual goes through shock, fear, 
disappointment regarding the organisational decisions affecting and or threatening 
jobs (Van Zyl et al., 2013: 75 - 76). It is at this point that the employees may take a 
decision to leave the place of employment once these general skills are acquired. This 
exposes the aspiring candidate professional into a place of vulnerability. At this point 
of job security pressure, they may disband their training on route to professional 
registration for another opportunity that is appealing to them. The decision to leave 
the place of employ may be done by either using problem-focused coping or emotion-
focused coping or both (Van Zyl et al., 2013: 75 - 76). This means that they (HDIs) 
may respond to the treat of job loss by devising a coping strategy to minimise the state 
of vulnerability. This may be done in an attempt to put the scales of security back on 
the stress free state (Alavi et al., 2013: 65). The author further describes this effort as 
immediate attempts to avoid an insecure job setting. 
Anxiety about potential job loss can make workers more concerned about developing 
general [rather than firm-specific] skills and network of colleagues that may enable 
them to find their next job (Noble, 2008: 247 quotes Schmidt (n.d)). These skills may 
be those that may enable them to find a place of employment outside the current 
organisation. These skills may not necessarily fit the current consultant or contractor‘s 
strategic goals but can fit the demand in the job market of that particular industry.  
This would mean that those employees that focus on general skill will not fall into the 
key skill set vital for the survival of the organisation which further put them at a 
disadvantage as far as the issue of imparting professional skills to HDIs. Focusing on 
general skills has a detrimental effect on the candidate‘s quest towards professional 
registration as candidates will neglect their training development of professional 
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skills. Van Zyl et al. (2013: 75) motivates as the reason behind the tension or 
deficiency that it is:  
“…because there is a risk of losing economic and other highly valued aspects 
of life.” 
2.1.5 Frustrations caused by job insecurity  
Noble (2008: 248) states that the views of Maslow support this view of job security as 
a nonfinancial rewards. This suggest that if an individual is employed as, for example, 
a document controller on a construction site, then security in this context refers to his 
or her employability on other organisations should the site be disbanded. An 
employee can also leave the employ of the organisation in search of better 
opportunity. 
 
Figure 2.1: Maslow‘s hierarchy of needs (Source: Bagraim et al (2011, p. 88)  
 
Noble (2008: 248) further explains by referring to Maslow‘s theory that, ―Maslow 
(1943)…offer a widely accepted hierarchy of needs, with the notion of needs often 
being tied closely to rewards…Within the classic Maslow‘s hierarchy, the notion of 
―safety and security, and protection‖ occupies the second tire of the model which is 
the safety needs, suggesting it is an even more sophisticated need than fundamental 
Self-
Actualization 
Esteem needs 
Social needs 
Safety needs 
Physiological needs 
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physiological concerns.‖ This suggest that job security falls within the category or 
level of safety needs according to figure 2.1 above. Noble describes the needs on the 
second tire as sophisticated. If the latter mentioned needs and goals are frustrated, this 
may have a psychological impact on those affected (Van Zyl et al., 2013: 75). If these 
needs are not satisfied, they may cause a great deal of frustration, anxiety and deep 
psychological impact. All these attributes may further hamper the chances of an 
individual growth and progression to the next tier of needs to an eventual self-
actualisation tier. Alavi (2013: 65) quotes Farifteh (1995) by reporting that:  
“…tensions aroused from job insecurity negatively impact life satisfaction and 
life environment. Feeling of job insecurity influence an individual understands 
of his or her abilities and impacts someone‟s feeling of his or her value.” 
This psychological impact may curb the individual from further developing in life due 
to a poor mind-set. These needs are also called deficiency needs because if these 
needs are not met people may not have the opportunity to develop themselves both 
physically and psychologically (Werner, 2011: 88).  
An employee who feels constrained may inevitably find it difficult to perform 
optimally in the context of job security (Stemmet, 2013: 26). This suggests a 
relationship between performance and job security (Noble, 2008: 249). This implies 
that employees may not expend effort in the future if they perceive that the link 
between performance and rewards is not strong (Warner, 2011: 105). This can lead to 
less effort exerted for the work at hand. This might not be an act of malicious intent 
but just a matter of motivation. This may be that job insecurity could be expected to 
have an impact on the work attitudes and behaviour of employees, and in the long run, 
on the wellness of the organisation (Van Zyl et al., 2013: 75 - 76). Van Zyl et al, 
further clarifies on page 76 that:  
“….job insecurity relates to job-related stress and low organisational 
commitment, and that these constructs impact coping strategies (e.g. active 
and avoidance coping).”  
This type of chain reaction is not an ideal outcome, especially in terms of business 
fraternity and the economy at large. Employees have families to support and a 
standard of living to maintain. According to Warner (2011: 3), people work so as to 
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earn an income, achieve certain levels of power and prestige, and enjoying a 
satisfying work experience. 
2.1.6 Policies fostering job security in the labour market 
Yanilmez in his study investigating the Labour Market Consequences of Job Security 
explores the EU commission in its endeavour to minimise unemployment. The EU has 
introduced what is referred to as flexicurity. Yanilmez (2013: 31) quoting from 
Wilthagen (n.d) defines:  
“…flexicurity as a policy strategy which on the other hand enhances the 
flexibility of labour markets, work organisation and labour relations and on 
one hand enhances security with employment and social security generally for 
weaker groups in and outside the labour market.” 
The area of flexicurity is divided into three parts by the EU commission: Legislative, 
infrastructural and cultural. In legislative part; labour, health, economy, social tax as 
well as educational laws, regulations and policies with collective bargaining may be 
arranged. In infrastructural part, child care facilities with adult education and training 
agencies may be revised whilst in cultural part; enthusiastic employees with conscious 
employers may be ensured (Yanilmez, 2013: 28).This is an intriguing policy, 
especially for South Africa where the economy is plagued with high level of 
unemployment as mentioned in the previous chapter. The following table depicts the 
flexicurity system focus areas in comparison with the South Africa policies. The table 
below depicts the RSA laws that foster job and employment security: 
Table 2.1: South Africa Laws falling under the sub-categories of Flexicure 
 Legislative Infrastructure Cultural 
Job 
Security 
In terms of basic employment 
hygiene 
-Conditions of employment 
Act 
-Health & Safety Act & 
Regulations 
-Employment equity Act 
-Types of employment 
contracts. 
-Working hours. 
 
In terms of skill 
-Norms and standards 
regarding infrastructure 
governed by the custodian 
infrastructure 
departments. 
-Law regarding subsidy to 
universities. 
-Law regarding adult 
education. 
-Laws regarding child 
care facilities. 
- EPWP initiatives. 
-No programmes 
to foster 
employee 
enthusiasm and 
conscious 
employers. 
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-Higher Education Act 101 of 
1997. 
-Skills Development Act 97 
of 1998 
-Basic Education Laws 
Amendment Act 15 of 2011. 
- CHE 
- NQA 
- SAQA 
- NQF 
- Built environment councils 
- SETA for the industry 
 
In terms of job security 
-UIF Act 63 of 2001. 
-Labour relations act. 
-Unemployment Insurance 
Contributions Act 4 of 2002. 
-Retirement policies and also 
early retirement. (Provident 
fund). 
-Bargaining laws. 
-Dismissal procedures. 
-CCMA and dismissal 
procedures, these policies 
offer protection against unfair 
dismissal. 
-No laws and regulations that 
govern labour leasing, 
subcontracting and 
outsourcing. 
-No laws and regulations that 
govern part time employment. 
 
2.1.7 Job security policies and the labour market 
The major goal of flexicurity is to protect labour market entry and to ensure labour 
market stability (Yanilmez, 2013: 27).‖ How exactly does this flexicurity system 
ensure labour market stability? With the help of flexibility, labour market may be 
more efficient with high internal mobility across countries as well as external mobility 
from other countries (Yanilmez, 2013: 27).‖ He further suggests that:  
“This program may create new positions for (employed) workers and 
unemployed people may be able to find the job they have been looking 
for….Therefore, the flexicurity may bring income equality and security to paid 
workers and new programmes may be designed to satisfy getting into work as 
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well as promoting new benefits for short term unemployment like active labour 
market policies.”  
This explanation does not give much detail as to the reasons the flexicurity is the 
answer to market labour stability. South Africa has a high level of unemployment; it 
would not make sense to just implement flexicurity without an intended investment 
from the government to balance the scales. The aim for this high expenditure is to 
increase the skills of unemployed people by encouraging them to look for a job. 
Denmark‘s spending is approximately 4.5% of its GDP per year and confide that 
expenditure towards the Active Labour Market policy is a very important component. 
Table 2.2: Real GDP Growth 
Year 2008 2009 2010 2011 2012 
% GDP 
Growth 
3.6 -1.5 3.1 3.5 2.5 
Source: Development Indicators (2012) 6
th
 Edition; Page 5: WWW.thepresidency-
dpme.gov.za 
 
Table 2.3: EPWP Expenditure 
Year 2008/09 2009/10 2010/11 2011/12 2012/13 
Amount 133,038 114,500 1,479, 110 2,386,705 2,496,608 
Source: DPW (2010, p. 56) (In thousands) 
According to Statistics South Africa, (2013: 3), the average total GDP in South Africa 
is 23% for the 2012 Financial Year. The information depicted from Table 2.2 shows 
that the total GDP of 2.5% for the year 2012. The nominal GDP at market prices 
during the first quarter of 2013 was R814 billion, which is R1 billion less than in the 
fourth quarter of 2012(STATSA 2013 Report, 2013: 4). If South Africa benchmarks 
with other leading countries and adapts the flexicure model, then the South Africa 
should spend at least 4.5% of the GDP total market price to active labour market 
policy. This active labour market system is equivalent to the South Africa EPWP 
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programme. This model (flexicurity) includes high mobility in jobs – flexible labour 
market with unemployment insurance system and active labour market policy 
(Yanilmez, 2013: 32). 
4.5% of R815 billion is around the region of R36 billion worth of market price. If an 
analysis of Table 2.3 is made, only a little over R2 billion is expended on real work. 
This amount currently expended is not nearly enough to make a meaningful impact to 
job security and training. In fact, to get the percentage of the amount expended by 
EPWP versus the amount that needs to be expended according to the flexicurity 
policy, then EPWP is only expediting 5,5% of the amount required to spend to make a 
significant impact towards minimising unemployment rate in South Africa. As 
mentioned on the previous chapter that the unemployment rate for South Africa is an 
alarming 25%. Empirical analysis in ILO cites that there is a positive correlation 
between job insecurity and expenditure on labour market. The more flexible a country 
is with minimum intermediate level of employment protection, the better the country 
may perform in labour market (Yanilmez, 2013: 36). 
2.1.8 Conclusion     
The literature was focused around the dynamic nature of the construction industry. 
These changing demands of construction activities require the formation of the 
temporary teams. Once the project is executed to client specification, the works are 
packaged and handed over to the user which may not necessarily be the client. This 
requires the contractor to disband the management team. This requires sophisticated 
HR techniques to control which are further discussed under the topic of training. It 
was discovered that the subject of job security also focuses and also depends on the 
prevalent ability for the industry to provide work for the same profession elsewhere 
within the industry and not only on the ability to keep a job. Therefore geographical 
location is not the key aspect that contributes to job insecurity nor does the fact that 
the team is disbanded.  
Literature focused on the influences of job insecurity. Findings from the literature 
discovered that conditions such as downturn in the economy, organisational 
restructuring or changes in supervision; and self-assessments of performance, worth, 
and replacability and or skill may all influence perceptions of job security. All these 
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influences were dissected and found to increase job insecurity. During these times of 
high levels of job insecurity, individuals devise coping strategies which were found to 
be detrimental. It is at this point that the employees may take a decision to leave the 
place of employment. This exposes the aspiring candidate professional into a place of 
vulnerability. At this point of job security pressure, they may disband their training on 
route to professional registration for another opportunity that is appealing to them. 
Literature was then focused on the frustration caused by job insecurity. The Maslow‘s 
hierarchy was introduced. It was discovered that job security occupies the second tire 
of the model which is the safety needs, suggesting it is an even more sophisticated 
need than fundamental physiological concerns. Frustration caused by job insecurity 
may have a deep psychological impact on those affected. Frustrations can lead the 
deterioration of the individual‘s performance. Job insecurity is found be detrimental to 
the organisation. Job insecurity relates to job-related stress and low organisational 
commitment. 
Policies fostering job security were identified. It was discovered that in order for 
government to make a difference in job security, it had to spend around the region of 
36Billion on active labour markets. An analysis was made on budget expended by 
EPWP and was found to be inadequate. The budget expended for 2012 financial year 
was around the region of 2Billion. It was discovered that government can offer 
support to diminish the effects of job security. This is through intensifying investment 
in infrastructure in order to create a more flexible working environment. If the 
flexibility is applied to the construction sector, thorough increased in infrastructure 
investment individuals may be able to find employment elsewhere even after the 
project is completed. 
2.2 Training 
2.2.1 Introduction 
Earlier in the literature review, the subject of a more than required sophisticated HRD 
was mentioned. In this section of the literature review the issues of HR planning, 
training and development will be further dissected. This is in a bid to balance the 
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scales between closing the technical skills gap of an individual and on the other hand 
cultivating complementary soft skills such as leadership. Meyer (2007: 4) mentions 
one of the required sophistication in HRD as: 
“Organisations may no longer be in a position to sit back and wait for 
problems to occur before training interventions are decided upon. Rather, a 
more futuristic approach is needed, one that anticipates future problems and 
takes proactive action by means of training and development interventions.” 
According to the statement above, this will allow HR to have a strategic approach in 
dealing with HR issues. This will enable HR to forecast HR requirements by 
extrapolating information from the company strategic plan related to the anticipated 
market share targeted by the company. This enables HR to plan beforehand regarding 
the type of technical skills required, the quantities of required technical skills pool 
required, extrapolating lessons learnt from previous project in order to plan for HR 
intervention for corresponding soft skills training. This is further discussed under the 
section called strategic interface to training. According to Meyer (2007: 4), there are 
three main laws that govern training in South Africa. These are the National 
Qualifications Authority Act 67 of 2008, which regulates the National Qualifications 
Framework (NQF), the Skills Development Act 97 of 1998 and the Skills 
Development Levies Act 9 of 1999. 
The objectives from the NQF are to create a single integrated national framework for 
learning achievements (Meyer, 2007: 25). He further reiterates that the:  
“NQF Act 67 of 2008 was promulgated to provide for the further development, 
organisation and governance of the NQF. It replaces the SAQA Act of 1995. 
The NQF Act applies to qualifications offered by educational institutions and 
skills development providers as well as to professional designations (RSA, 
2008).”  
The objectives of the NQF are quite clear.  The NQF is the mother body regarding the 
framework for learning achievement. This ensures that individuals from differing 
educational backgrounds are measured on a single merit in terms of their 
achievements. A practical example of differing educational background can be 
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individuals from university, university of technology, FET collages and other private 
higher education institutions that offer industry related courses. The quote above 
suggests that all these individuals from differing educational backgrounds may have 
to register to the NQF, adhere to the processes of NQF alignment so that they receive 
a certificate of recognition for the qualification. Training legislation in South Africa 
regulates the training that takes place in organisations. Companies and providers can 
no longer do what they want to do. They have to be involved in the process of NQF 
alignment if they want their learning programmes to be recognised by the QCTO. 
(Meyer, 2007: 4). In the Built environment professions, there is an additional 
stakeholder that is involved in training for technical skills. These are the Built 
environment councils. 
2.2.2 Strategic interface to training 
Various companies within South Africa are faced with the negative impact of the 
critical shortage of staff, specifically skilled employees, in their endeavour to take 
advantage of the undoubtedly positive economic environment within the South 
African and global arena. Because of the skills inadequacies problem that affects 
South Africa on a national scale, private consultants and contractors have made efforts 
to curb these deficiencies as they are the power houses of production skills (Witbooi, 
2008: 30). He further mentions that organisations outlined in their corporate 
strategies, the skills shortage problem that they are facing. This is one of reasons why 
companies should include, as one of the main agendas, HR matters onto the main 
strategy of the organisation. Organisations do not survive on their own, human 
resource, along with other resources, are essential for the vitality of the organisation. 
Because HR is essential, organisations may no longer be in a position to sit back and 
wait for problems to occur before training interventions are decided upon (Meyer, 
2007: 4). Rather, a more futuristic approach is needed, one that anticipates future 
problems and takes proactive action by means of training and development 
interventions (Meyer, 2007: 4). If this is not done, then organisations will find 
themselves facing shortages of the very skills that are central for competitive 
advantage. This could be by the fact that the old generation might have retired and the 
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new generation does not have the technical and industry intelligence that the retired 
staff had collected throughout the years.   
This brings a question of what really informs a training programme or intervention 
from an HR perspective. A very important skill is to predict what type of work is in 
demand, the supply of talent available to meet the demand, and how to position 
yourself to fill the gap (Martin, 2013: 5). The author further describes training as a 
tool that must be used to sharpen talent throughout the life cycle of an individual‘s 
career or organisational existence. This suggests that this is a reoccurring cycle and 
there is never a point where an organisation can stop this process or introducing 
training initiatives that deal with the issues of today. Tabassi et al. (2011: 511) further 
gives testimony by describing the details of the HR demand and supply mentioned by 
Martin. The author describes that organisations must:  
“…..start with the recognition of training needs through job analysis, 
performance assessment and organisational analysis.”  
Job analysis is further explored by Meyer (2007: 161) who explained that an analysis 
of the skills that an individual employee has and assessing this against the skills 
needed to attain the required level of competence, indicates the ―gap.‖ Therefore, by 
aggregating the ―gaps‖, that is the skills needs of all employees; one can obtain a good 
picture of the organisation‘s training needs. Filling the gaps can be attained by 
sending employees to training programs so as to close the skills gap that were 
identified. This is done for the betterment of the organisation by assuming that the 
training intervention yields better productivity from the subject employees and or 
prompts a culture of effectiveness. The individual employees as well, profit from this 
training intervention, implemented to close the skills gap, through improved 
knowledge of the job at hand and also for the purpose of job satisfaction.  
The second point on where HR training interventions should be triggered is by 
assessing performance. Performance for the individual actor is assessed; if it is not 
satisfactory then the individual can be sent to attend training on those areas where he 
is incompetent. Upon attending the training initiative, the performance of the 
individual is then monitored until such time he gets to a point where he is competent. 
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The third point mentioned by Tabassi et al. (2011: 511) may be described better by 
Meyer (2007: 154) who states that,  
“A proper analysis of the organisation‟s training needs and skills 
requirements in the form of a skills audit is therefore a vital step in the process 
of developing a workplace skills plan.”  
The emphasis on this quote is on the development of workplace skills plan. This can 
only be known if the organisation has done strategic plans that forecasts HR 
requirements for the future according to the planned future expansion for the 
organisation.  The training or skills needs of an enterprise may be analyses by 
obtaining data from the business plan of the company, and the key strategies to 
achieve the plan (Meyer, 2007: 161 quotes van der Schyff (n.d)). This could be a three 
to five year future plan. Then HR may move on to forecasting those resources that are 
required to attain strategic organisational goals. This organisational skills analysis 
mentioned by Tabassi et al. (2011: 511) or skills plan described by Meyer can perhaps 
be used for ascertaining if the organisation has enough resources and or the correct 
resources to attain its strategic goals. The workforce plans allows the organisation to 
plan for the changes to new jobs required by corporate goals (Cascio, 2006: 171). 
All these training programme triggers could be biased towards technical skills. 
Technical skills are essential but there are some other soft skills that make Peter to be 
so much better than Paul although they perform the same technical duties. In the 
project environment, the project life cycle has a phase called post project review 
(Eskom standard life cycle model 32 – 155). This is where the project team prepare a 
post mortem of the project. At the stage, a thorough evaluation of the extent to which 
the development, execution and operating cost benefits and benefits predicted in the 
project business plan was successfully achieved. This is where lessons learnt are 
collected and reported. Project Human Resource Management is a knowledge area 
according to the guide to PMBOK, third edition. A collection of lessons learnt as far 
as HRM are prepared and various training needs are identified. This may trigger 
training intervention that is systematic and not only focused on technical aspects. This 
information is used to motivate for training initiatives because without them, the 
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project team may experience the same problems over again which may lead to the 
core business of the organisation being negatively affected.   
Trainees should get to a point where they imitate the skills exhibited by their skilled 
supervisors. For this reason, organisations must reinforce new and appropriate 
behaviours which are the result of proper mentoring and training. If the training 
programme does not yield characteristics of changed behaviour, then it is either 
yielding negative results or the trainee is not motivated or the trainee is not given an 
opportunity to impart the training programme into day to day routine. 
2.2.3 Organisational Training dilemma 
Some businesses, small and large, shy away from training because they think that by 
upgrading the skills of the workforce their employees may be more marketable to 
competitors Cascio (2006: 291). These concerns are relevant because they are the 
primary reason for the lack of proper training and development of employees. Cascio 
(2006: 291) further explains the other side of the coin regarding the training paradox 
by stating that:  
“However, there is also an interesting paradox that affects both employees 
and employer. That is, an employee takes charge of her own employability by 
keeping her skills updated and varied so she can work for anyone; she also 
builds more security with her current employer – assuming the company 
values highly skilled, motivated employees.”  
The construction industry utilises highly skilled employees. In most cases, much 
emphasis is placed on development of technical skills. Previously in the literature 
review, an analysis was made on how candidate professionals fall prey to pressures 
such as job insecurity. This forces the candidates to abandon their technical training in 
search of greener pastures. Soft skills such personal career management, longsuffering 
throughout the training programme to attain professional registration, understanding 
the benefits of professional registration, diligently updating log books and acquiring 
signatures for such, report writing skills, assertively communicating to the mentors 
regarding areas of experience that are lacking, are some of the intelligent soft skills 
essential for candidate professionals for professional development. All these soft 
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skills, on the contrary, require no financial backing instead they require good 
supervisory skills by mentors so as to impart such knowledge. Leadership skills are 
important to the success of a construction project career (Skipper and Bell, 2006: 75). 
These supervisory and leadership qualities also form part of the organisational 
development and career growth. This is because with good leadership and supervisory 
skills, the organisation stands a better chance in nurturing and effectively imparting 
technical qualities for the development of professional skills young candidate 
professional. This will also ensure that a professional practitioner has the necessary 
intelligence to contribute in a project Team. There is not much financial muscle 
required for training of candidate professional as at this stage, their knowledge and 
skill still needs nurturing for proper development. Nurturing only needs the attention 
of a mentor to fulfil. Therefore technical staff of consultants and contractors where 
highly technical skills are required for competitive advantage, need to attend to the 
soft skills to aid professional skills development. Development focuses on hard and 
soft skills in most instances and should aim to assist managers to know what is 
important, what to look out for, how to look out for it and to empower them with the 
solution, support and tools to do so (Stemmet, 2013: 27). There is a growing 
recognition of the importance of and need for improved leadership skills in the 
engineering and construction industry (Skipper and Bell, 2006:  75). 
2.2.4 Professional bodies as a shape for education and training 
Professional bodies have been recognised as key players in the higher-education, 
skills development and quality-assurance system as an imperative of the National 
Qualifications Framework Act of 2008 (RSA, 2009) (Meyer, 2007: 510). This is 
further substantiated by the clause in the Construction Project Manager‘s Profession 
Act 2000 s. 15((5)41), states that:  
“The council may establish and administer an educational fund for the 
purpose of education, training and continuing education and training of 
registered persons and students in the project and construction management 
professions.”  
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According to s.13 (e) of the Landscape Architectural Professions Act no. 45 of 2000, 
the council may:  
“..give advice or render assistance to any educational institution…..with 
regards to educational facilities for the training and education of registered 
persons and prospective registered persons.”  
This shows that it is within the respective council‘s jurisdiction to give advice to 
institutions who do not meet the standard of quality training prescribed by the Council 
for Higher Education and the Council for Built environment. The CHE Act, the NQF 
Act, the CBE Act, and the skills development Act do not clearly communicate the 
exact structure by which the CBE councils may advise the institutions regarding the 
standard of quality training. One can assume that this is done through working 
together with the QCTO.  
 ECSA is empowered by its act to advice government and other bodies on matters 
relating to engineering education. The Education Committee (EC established by the 
professional council) advises the Council on matters of education in so far as they 
impact on policy and standards relating to engineering education. More specifically it 
is the mandate of the committee to formulate policies, position papers, with regards to 
engineering education, and to assess the general state or aspects of engineering 
education (Engineering Professions Act 2000, s.13). The only council that has the 
authority to advise the minister is the QCTO. Also, it can only be imagined at this 
point of the research report that there should be only one channel for advising and 
reporting, which is the QCTO. The view from the ECSA may perhaps be that the 
custodians of quality education, in actual fact is the relevant built environment 
councils themselves in partnership with the council of higher education and the 
quality council for trades and occupation.  
Whereas, one can argue that the built environment councils themselves are not 
education institutions where a thorough education assessment can be done and tested 
against a prescribed matrix for assessment. To ensure that there is a credible 
assessment done, s.13 (d) of the Landscape Architectural Professions of 2000 quotes 
that the council must consult with the South African Qualifications Authority to 
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determine competency standards for the purpose of registration. According to the 
latter quoted phrase, the key words are consultation and advice. At this level of policy, 
consultation and advising holds a very powerful role. Effectively, the council of 
education have the knowledge of what characteristics must a graduate exude. At the 
same time, the council for built environment know the attributes of the building 
industry and therefore are at a better position to know what acumen and extended 
skills that are a prerequisite in order to display the kind character to uplift the 
reputation of the industry. This means that this consultation is not a formality but a 
gate keeping action. All these processes ensure that technical skills are kept to high 
standards starting from higher education level to the industry partitioning level. 
Professional bodies also have a system for continuous professional development. CPD 
is a concept that concentrates on the needs for a structured and disciplined approach to 
private study (Meyer, 2007: 511). This is system required the professional practitioner 
to attend training in order to keep abreast of the industry trends and new technology. 
The level of continuing education units (CEU) is significant not only to the individual 
practitioner, but also to the service in which they practice (Maharaj, 2013: 343). The 
professional practitioner must collect points by attending council accredited training, 
seminars and workshops. Training programmes are allocated points and attendees 
must prove attendance by producing the certificate of attendance which will also have 
the points allocated. This training is focused on both technical skills and soft skills. 
According to ECSA, professional practitioners must collect 25 points per annum on a 
five year cycle.  
2.2.5 Knowledge Management as a vital ambit 
The construction sector is proven least likely to recruit directly from Higher 
Education than any other sector and by not employing young talented workers. It is 
common perception that older workers are already trained and therefore they become 
a safer employment option (Carter, 2013: 15). However contrary to these popular 
trends, due to lack of training, Carter (2013: 15) explains that the older workforce 
may:  
“…lack knowledge of new installation techniques and approaches that would 
be common knowledge to a recently trained entrant.”  
 34 
 
With a rapidly aging workforce, the challenge is to attract new workers while 
simultaneously providing adequate training for the influx of young and sometimes 
inexperienced people (Fayek et al., 2006: 1561). 
In order to create a meaningful role in the success of the organisation, HR should start 
by developing a learning environment, which is essential to the future of HRD 
Tabassi et al. (2011: 509). A learning environment creates an atmosphere where all 
employees (candidates and professionals) can conductively learn from each other both 
technical and other soft skills. For this to be possible Jetter (2006: 3) explains a 
different phenomenon that can make this possible. This is called knowledge 
management. According to Jetter (2006: 3), he explains knowledge management as 
management where the emphasis is on person-independent knowledge, created by 
making the tacit knowledge explicit and documented. This technique can ensure that 
in an organisation there is no one person that holds the whole business at ransom 
because they hold all the knowledge in their head. This may also ensure that the 
newly appointed young employees can have access to this information and therefore 
creating an ease of knowledge transfer. Skills are either innate or acquired and the key 
characteristic of any acquired skill is that it is learned, even simple skills are better 
learnt; they become more flexible, when the learner understands the principle behind 
them (Tabassi et al., 2011: 511). When knowledge becomes more flexible, then it is 
easier to transfer to aspiring candidate professionals.  
Jetter (2006: 7) explains that:  
“A topology of knowledge that it is useful for this purpose is the distinction 
between tacit (know more than you can tell), explicit, and latent knowledge. 
This typology is useful because these three types of knowledge require very 
different processes, involve different problems, and demand different 
solutions.”   
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Figure 2.2: Watermill model in the diagnosis order (Source: Ingham, 2007: 3) 
 
From the figure above it can be deduced that tacit knowledge is nurtured. Not much is 
doable with tacit knowledge, given its inherent properties. The first activity is 
nurturing: assisted recreation of tacit knowledge (Ingham, 2007: 58). Nurturing is part 
of the process of mentoring in order to develop and cultivate the required 
competences on the candidates. During this process of mentoring knowledge is 
transferred by the knowledge holder to another individual. Jetter (2006: 57) describes 
that transfer of knowledge can be defined as the addressed transit of explicit 
knowledge from human source directly to other humans. Not having management 
support, reinforcement and a skills transfer strategy can completely negate the 
potentially positive effects of learning (Meyer, 2007: 93). 
Varela (2012: 17) describes training in respect to tacit knowledge as development that 
helps mentor, nurture, and enhance their professional repertoire. Where this tacit 
knowledge is turned into explicit knowledge, then tacit knowledge must be transferred 
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on paper and drafted as a company document. This document is allocated a unique 
reference number. The organisation can therefore aid the transfer of skills through 
organisational workshops. 
2.2.6 Measuring the value of a training intervention 
The problem with training programmes is that there is no measurement system to 
measure the impact of the training (Meyer, 2007: 93). They (Small firms) cannot 
afford the cost of training that is without a clear effect on subsequent performance, 
something that is difficult to measure (St-Jean, 2012: 202). Another problem with 
training programmes is that there is no accountability for what was learnt (Meyer, 
2007: 93). Statistical methods are invaluable in determining an employee‘s progress 
in training and when training is complete (Gitlow and Gitlow, 2013: 39). Gitlow 
intrigued an idea of statistical methods in order to determine the effectiveness of the 
training programme. This suggests that the HR practitioner or the organisations must 
keep some sort data of HR occurrences. Perhaps this data may be in a form, such as, 
returns for corrections on documents that were deemed to be complete, the quality of 
the document in terms of technical correctness, the list is endless. After proper 
training, variations in the percentage of defective output are significantly reduced. 
Both the level (e.g., average percentage) of defective output and its range (e.g., 
amplitude) of variation are much greater before training than after training (Gitlow 
and Gitlow, 2013: 39). Presumably, this existing data is then used as a base to 
measure the impact of the training programme in combating the current defective or 
unacceptable work. The variance is then determined using data collected after the 
training programme has been implemented. If a positive impact is recorder then 
Gitlow and Gitlow (2013: 39) concludes that:  
“Thus, the benefits yielded by training are: (1) a substantial reduction in the 
amount of defective output; and (2) a further substantial reduction in the 
range of variation of defective output.‖ 
2.2.7 Conclusion 
Review of literature indicates that there are shortages of skills that are important for 
giving the organisations the required competence levels required by clients. As such, 
most organisations have highlighted this skills shortage predicament onto their 
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corporate strategy documents. Findings from the literature indicate that organisations 
need HR in order to see to its survival. Therefore, organisations are advised to adopt a 
strategic approach in HR planning. The strategic approach to HR plans is deduced 
from business plans and key strategies that will be undertaken by the business. This is 
done so that the organisation can be able to take pro-active actions towards training 
and development. Literature reveals that this proactive approach must be triggered by 
HR activities such as job analysis, performance appraisals and skills audit performed 
on the organisation. Literature also reveals that these triggers can be biased towards 
galvanising technical skills. Another trigger that was explored is called lessons learnt. 
During the life cycle of the project there is a phase called post project review. This is 
where the project team prepares a post mortem of the project. The project might have 
experienced problems during its development and execution phase that need to be 
addressed so that the next project does not experience the same problems. Lessons 
learnt are identified and solutions presented. This acts as a trigger for HR and other 
departments to intervene. In this case HR training interventions are not focused on 
technical skills but also focused on other skills that will enable the next project to run 
smoothly. Therefore, literature shows that, it is not a strategic approach that is 
required to balance that scales between hard technical skills and soft skills. A 
systematic approach is required in order to ensure such balance.  
Literature then cantered on training dilemma. It was revealed that organisations shy 
away from investing in training because they fear that employees may leave to join 
competitors. It was established before that HR is vital for the survival of the 
organisation. Highly skilled resources in fact, bring revenue to the organisation. 
Weighing the expenses and benefits of training, the benefits are larger than the 
expenses. By investing in skills (both hard and soft skills) organisations will have 
intelligence to maintain its position in the market and stay ahead. Literature then 
explored professional bodies as shapers of education and training in the industry. 
Here, certain legislation was made reference. It was indicated that the NQF was 
enacted to replace the old SAQA framework system. The NQF requires that training 
must be registered with the NQF. It was deduced that the built environment councils 
have juristic rights to render advice to educational institutions with regards to training 
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and development. Also the built environment councils have a system for continuous 
development. This is a system where professional practitioners can attend training so 
as to stay abreast of industry trends. The system uses a point collection procedure 
where each training a professional attends the points will be allocated to his 
professional development. 
Literature then explored KM which is described as a person independent knowledge. 
KM promotes the transfer to tacit knowledge, which person depended; into explicit 
knowledge. KM makes knowledge more flexible therefore easy to transfer to other 
colleagues. A watermill model was presented to illustrate the nature of tacit and 
explicit knowledge. Turning tacit knowledge into explicit knowledge ensures that no 
one in the organisation can hold the business at random. Literature was then cantered 
on measuring the value of training intervention. It was established that statistical 
methods are used to measure the value of training.  
 
2.3 Development of technical skills 
2.3.1 Introduction 
Probably the most important and strategic resource of an organisation is their 
employees. Human resources are the strategic assets of a firm. They turn a strategic 
plan into action (Analoui, 2007: 67). HRD provides an influential approach to the 
development of people in many business sectors (Tabassi et al., 2011: 510). This 
suggests that it is therefore important for HR to cater for development in all levels of 
the organisational structure horizontally and vertically. This may ensure the creation 
of a well-rounded integrated development and growth for the organisation as a 
system. As much as employees on the lower echelons of the hierarchy may view 
technical skills as vital because they help them carry out their duties, on contrary 
management on the higher echelons of the heir achy may need a different set of skills 
for them to carry out their management duties.  
Employees on differing levels of the organisation may perceive development and 
other issues differently. Sim et al (2011: 1235) exposes the contrary views for staff 
regarding job satisfaction by quoting Sparham and Sung (n.d). The author states that: 
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“…workers and professional staff may perceive job-career satisfaction 
differently. For example, workers on the assembly line may perceive family-
friendly policies and improved facilities of greater value to them while 
professional staff may see personal development opportunities and career 
advancement as more important.” 
Given that the accumulation of resources is one of the prime human motivations, 
employees seek to source, retain, and protect various job resources (Loi et al. 2010: 
671). Excellent performance is one step towards developing technical reservoir. Some 
job resources such as work-related information, emotional support, performance 
feedback, and job autonomy have the motivating potential to lead to employees 
excellent work performance (Loi et al., 2010: 671). Moreover, in organisations, the 
supervisor is the key job resource provider. Presumably, employees who have high-
quality LMX with their supervisors can obtain abundant resources and support from 
their supervisors (Loi et al., 2010: 671). This phrase makes it clear that a good 
relationship with the mentor or supervisor a candidate professional can obtain 
empowerment through receiving knowledge. 
Continuous professional development is completely different from mere training. This 
is because continuous professional development is something you do all the time for 
yourself whereas training is what they do to you (Meyer, 2007: 510). Continuous 
professional development offers the deep learning that may be needed to transform 
the way the professionals work (Jenkins and Agamba, 2013: 71). Professional 
development is imperative for the currency and relevancy of the trade, craftsmanship 
or profession (Higgins and Harreveld, 2013: 189). The reasons behind development 
are for the employees to keep abreast of change and trends in the business 
environment or in a particular field (Meyer, 2007: 30). The time is now for effective 
professional development. The stakes are high (Jenkins and Agamba, 2013: 69). 
Development has been referred to as a form of HR strategic intervention, one which 
can be obtained through education and training but is worth considering in its own 
right (Analoui, 2007: 191). The benefit of development in all levels of skills is to 
ensure a better developed workforce, which contributes directly to the achievement of 
business goals (Meyer, 2007: 30). 
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2.3.2 Outlook into Previously Disadvantaged Individual Professional 
registration 
 
The question that prevails is that after all of the efforts made by government, what 
could be the root cause of lack of professional development among built environment 
practitioners especially looking into the historically disadvantage? What is the main 
thing that disables the historically disadvantage from attaining professional 
registration? Azapagic (2004: 33) states that:  
“Many groups are already calling for new models of professional practice, for 
example to maintain the status and authority of professional scientists and 
engineers or to achieve greater diversity by encouraging the participation of 
women and other minority groups ……” 
Government admitted that although much had been done to redress the economic 
inequalities of the past, a formalised approach was required to ensure the 
advancement and meaningful participation of all black people in the economy (DTI, 
2003: 8).  
Table 2.4: Aggregate registration in the six BEPCs: 2007-2012 
Council 2007 2008 2009 2010 2011 2012 
ECSA 26 789 28 221 33 245 34 664 38 495 41 094 
SACPCMP 3 276 3 418 3 624 3 103 3 144 3 192 
SACLAP 104 144 159 187 198 212 
SACQSP 2 666 2 537 2 687 2 900 3 049 3 476 
SACPVP 2 557 2 536 2 375 2 304 2 238 2 189 
SACAP 10 465 12 487 11 663 10 517 8 951 9 202 
TOTAL 45 857 49 343 53 753 53 675 56 075 59 365 
Source: CBE (2013, p.  62) 
The tables above depict the deficiency of professional skills within the built 
environment sector in the perspective of the previously disadvantaged individuals and 
the country as a whole. As South Africa is a developing country, these scarce skills 
are required in order to be able to delivery on infrastructure projects. After almost 
twenty years in democracy these skills have not been transferred to the historically 
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disadvantaged. This may be due to the harsh environments in relation to job 
insecurity, lack of training and lack of development on the part of the employers and 
or ignorance on the part of the candidates regarding the vitality for professional 
registration.  
Issues pertaining to the training of professionals in the industry on sub-Saharan Africa 
(SSA) countries remain relatively unexplored; this is because international 
organisations that provide funding for research tend to focus on low level skills 
training as a means of reducing unemployment (Debra and Ofori, 2006: 442). This has 
also transpired in South Africa, where craftsman‘s skills such as artisanship are the 
almost the main focus with government development. These skills are still essential as 
these are required in order to meet the infrastructure development. This implies that 
the level of maturity, in terms of democratic lamentations such as reception to 
transformation, for the industry is lacking even in light of the encapsulated South 
Africa‘s vision from DTI with regard to transformation through its document known 
as ‗South Africa‘s Economic Transformation: Strategy for Broad-Based Black 
Economic Empowerment‘. This also implies that the structures in place (Councils, 
industry institutes etc.) are not receptive to government strategies but also that is not 
entirely their fault. The fault may lie perhaps on the part of the government, where 
government is unsure or unable to make informed decisions regarding funding be 
allocated for maximum skills returns. Infrastructure investment with a requirement for 
professional skilling should be intensified.  
Table 2.5: Total number of Professional White and PDI 
Council 2012/2013 WHITE 2012/2013 PDI 
ECSA 20 574 5 739 
SACPCMP 1 790 400 
SACLAP 153 2 
SACQSP 1 454 500 
SACPVP 1 152 239 
SACAP 5 438 1 980 
TOTAL 30 561 8 860 
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Source: CBE (2013: 62) 
According to Table 2.8, row 6 mentions the ―maximum duration under the 
Professional QS supervision‖. It can be clearly depicted that, professionals are entirely 
responsible for the training towards professional registration. The HR department of 
the responsible organisation might formalise this training process. HR can learn from 
the professional staff how this process is followed and exhausted. This may be in 
order to formulate a structured programme to ensure maximum benefits to the training 
investment. This process may also help in the reporting for skills development to 
relevant authorities. This could be SITA, CBE and or EPWP. Analoui (2007: 167) 
states that:  
“Human resource development activities emphasise developing intellectual 
capital and promoting organisational and individual learning. Therefore, all 
activities of strategic resource development should be targeted towards both 
individuals and organisational effectiveness.”  
HR can help in the development of intellectual property by the process of recording 
intellectual property of the subject organisation. The process of recording intellectual 
property falls outside the scope of HR. This is a knowledge management matter. For 
small to medium enterprises HR may be required to play both roles as the scope for 
these enterprises is not complex. This suggests that HR should look into developing 
fundamental skills that are complementary to their profession. This may help in 
welding back the silo mentality of different groups or departments within an 
organisation. Lightly stated, this would mean that the intellectual property does not 
belong to one individual in an organisation but to the organisation.  
Table 2.6: Route to Professional registration 
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Source: SACQSP (2013), Route to registration as professional, [online]. Available 
from: http://c.ymcdn.com/sites/www.sacqsp.org.za/resource/collection/A0C3CC41-
71FF-442C-ADE0-B4DEB64AA287/2013_Route_to_registration_-_CanQS.pdf 
[Accessed 04 November 2013]. 
This helps in synchronising the synergies between different departments and or the 
line functions of the organisation. Tabassi et al. (2011: 509) put this notion into 
Routes To Registration for Candidate Quantity Surveyor
Effective 1st January 2013
Entry Qualifying Programme
MRICS / FRICS 
QS Pathway only
Route Code 1A 1B 2A 2B 3A 3B 4
NQF Credit 480 360 480 360 480 360 480
SAQA / NQF Exit Level Level 8 Level 7 Level 8 Level 7 Level 8 Level 7 Level 8
Professional Skills Modules* Nil 18
Programme 
Dependant
18
Programme 
Dependant
18 Nil
Minimum duration under PrQS 
supervision**
3-Years 4-Years 4-Years 5-Years 4-Years 5-Years N/A
Maximum Candidate Registration Period 
***
10-years 10-years 10-years 10-years 10-years 10-years N/A
Compulsory Interim Submission 1 off 1 off 1 off 2 off 1 off 2 off N/A
Compulsory Final Submission Yes Yes Yes Yes Yes Yes N/A
Daily Diary Yes Yes Yes Yes Yes Yes N/A
Log Book 3-Years 4-Years 4-Years 5-Years 4-Years 5-Years N/A
General report - current 3-Years 4-Years 4-Years 5-Years 4-Years 5-Years N/A
Detailed Resume' Yes
Project Report Yes Yes Yes Yes Yes Yes N/A
APC Interview Yes Yes Yes Yes Yes Yes N/A
PrQS Peer Interview Yes
Applicable to New registration from 1st January 2013
Notes to Above
* If registration before 2013, the candidate has 3-years to complete the specified list of 
PSM allocated pre their official letter of registration
** This period may include secondment, external appointed PrQS supervision or while working 
under PrQS in an construction company. Minimum of 120months in RSA.
*** This period commences from date of initial registration. Candidates registered before 2007
 will be given 5-years to complete their PrQS registration process.
# This period of RPL required to be proven on application.
+ Limited to BSc Construction Management and BSc Property Studies from (UP) and (UCT)
SACQSP Accredited 
Quantity Surveying
SACQSP Accredited 
Cognate Degree +
Non Accredited QS 
Degree
Academic Route
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perspective by stating that human capitals play an impressive role in order to success 
an organisation, thus, successful companies and/or organisations may be those that are 
able to engage, educate, develop and retain highly skilled employees. 
2.3.3 Value chain for skills competitive positioning 
A tool called value chain helps ensure that activities are aligned with the external 
competitive positioning (Marras, 2003: 54). Another dimension of looking into the 
value chain is the life cycle for professional development. Figure 4 below depicts the 
life cycle for professional development. 
 
 
Figure 2.3: Life Cycle for professional development (Source: ECSA (2012), 
Submission to the National Planning Commission on The National Development Plan, 
10 March 2012) 
From the figure above, it can be depicted that the development of the professional 
skills is a chain of stages or phases. Each stage is dependent on the success of the 
predecessor stage. Ideally, an employee should receive development interventions that 
align to where they are on the life cycle.  
Tabassi et al. (2011: 509) describes the interventions listed below as, ―…methods of 
training and development in HRD practice…..‖ 
Table 2.9: Nadler‘s conception of HRD 
Function Focus Purpose 
Education Learning related to preparing the 
individual for different but 
Preparation of an individual for 
an identified job in the not too 
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identified job. distant future. 
Training Learning related to present job. Improve performance on the 
present job for the individual. 
Learning Using practise or experience 
gained from education and 
training to develop the individual, 
team or organisation. 
Ensuring or realising a relatively 
permanent change in behaviour. 
This can only be achieved if 
attention is paid to ‗Transfer of 
the learning‘ to the actual 
workplace situation  
Development Learning related to the growth of 
the individual, related to either 
specific present or future job 
requirement. 
General growth not related to any 
specific job. 
Source: Analoui (2007: 162) 
If the life cycle for professional development is connected to the Nadler‘s table, it can 
be concluded that each type of function becomes more important than the other at 
differing stages of the life cycle. To make a practical example, during the school stage 
(Grade 10 - 12), education is the most important function on route to crystallised 
development. There is, however, a long way off towards professional registration. 
After acquiring successful results from school, an individual is then enrolled to a 
higher education institution. Upon enrolment, the individual goes through a more 
focused education. This focus is based on the industry and the sphere of study within 
the particular industry. This type of learning or training helps carve self-awareness 
necessary to transit from student into emerging professional (Graves and Epstein, 
2011: 343). This type of function in terms of development is education. Some 
institutions use a combination of education and training (in-service training) as 
medium used for development at this stage one.  
Upon successful completion of the studies, an individual must enter the employment 
market. Graves and Epstein (2011: 343) advise that students should start writing a 
professional development plan. In the plan, they should perform a SWOT analysis. 
Using the self-awareness that they gain, they reflect on their professional strengths 
and weaknesses. They examine the opportunities and threats in their industry or job 
interest. Into this section they incorporate industry research, as well as anecdotes from 
informational interviews with an industry professional. Basically, this enables the 
student to be focused and internalised on their goal towards professional registration.  
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In some instances, depending on the profession, the training and the learning 
functions is used as medium for development. Here, the candidate is trained on all 
aspects pertaining the subject craft or trade. At the end of the candidacy period, the 
individual should be registered with a respective council. The most vital medium after 
the individual is registered is development function. This is a continuous development 
cycle until the individual is retired. CPD is an umbrella term for post-qualification 
learning that enables professional and personal development (Maharaj, 2013: 343). 
The purpose of the Skills Development Act is to develop the skills of the South 
African workforce, in order to increase the levels of investment in education and 
training in the labour market and to improve the return on that investment (Meyer, 
2007: 41). The development of skills for built environment professionally registered 
practitioner is not mentioned in the skills development act and therefore it can be 
assumed that it is not covered under this policy. The development of professional 
skills is covered under the respective built environment act. According to the Quantity 
Surveyors Professions act of 2000 s.27 (1):  
“The council must consult………regarding the identification of the type of 
….work which may be performed by persons registered…….”, whereas, s. (2) 
states that, “After the process of consultation the council must submit 
recommendations to the CBE regarding the work identified….for 
consideration and identification…..”  
After submission to the CBE for the purpose of identification of work, then the CBE 
must liaise with the competition commission, established in terms of the competitions 
act 1998 (Act No. 89 of 1998), on behalf of the councils for the professions regarding 
the identification of work for the built environment professions (CBE act 2000 s.4 
(q)). The council must, after consultation with the Competition Commission, and in 
consultation with the councils for the professions, identify the scope of work for every 
category of registered persons (CBE act 2000 s.20 (2)). The Skills Development Act 
requires organisations (with some exceptions, including small and micro enterprises) 
to submit a workplace skills plan to the relevant SETA for approval and for recovery 
of part of the levy (Meyers, 2007: 154). The training authority that the construction 
industry makes reference to is called the Construction Industry Training Authority 
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(CITA). This means that organisations (private consultant companies and contractors) 
must submit the workplace skills plan for approval. These are the same skills plan 
extrapolated from the strategic business plans for the organisation. This is where the 
organisations project future activities, desired future expansion plan and also the 
arrangement of HR in those plans. After approval by CITA, these organisations can 
recover part of the skills levy that is charged. This is a gap that the various councils 
need to close because the CITA approves the skills plans without the approval of the 
respective councils. The question to ask at this stage is that how can this work? How 
can the CITA authenticate these skills plan without the stamps from the various 
councils representing these scarce skills? Authentication or verification is important in 
cases where the various companies are just doing this as a matter of ticking a box with 
no real or lasting meaning to the employees. Nowhere in the CBE act and the skills 
development act, where the partnership between the two institutions are mentioned. 
The CBE must ensure consultation with the councils for the professions, identify the 
scope of work for every category of registered persons CBE‘s act of 2000 s.20 (2). At 
the end of the financial year, these skills plans must be audited against what has 
actually transpired so as to report variance to the plans to the minister. The skills 
development act, makes no mention of such reporting structure. Without such, how 
will the minister be able to achieve the skills development targets? Moreover, how 
will the minister know what decision to make regarding skills development or 
interventions in South Africa if no such reporting is carried out?      
2.3.4 Mentoring as a development propeller 
Mentoring and coaching, if properly implemented, can yield significant benefits for 
South African organisations (Meyer, 2007: 274). St-Jean (2012: 201) states that 
studies have determined that mentoring helps to develop cognitive and affective 
learning, including the ability to identify opportunities and develop a coherent vision. 
In these studies, St-Jean was referring to mentorship given to emerging entrepreneurs. 
All the same, the concept of mentorship is the same throughout different industries. 
Meyer (2007, p. 30) mentions the examples of development interventions as 
mentorship programmes, career development and on-going seminars.  
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In many professions today, mentors are thought to enhance if not ensure the 
professional development and success of talented employees (Meyer, 2007: 274). 
According to the Architectural Professions Act of 2000, for an individual to attain 
professional registration that individual must work under the mentorship of a 
registered professional for a stipulated period of time. This means that without a 
mentor, the individual may more than likely never see the light towards professional 
registration. Lack of mentorship is therefore detrimental towards professional 
registration of individuals. Meyer (2007: 276) describes pitfalls to avoid when 
implementing mentoring and coaching intervention. He concluded that management is 
often not committed to mentoring or coaching and HR and HRD managers know that 
their organisation need mentoring and coaching but they often don‘t know where to 
start.  The older generation needs to be bolder in working with tomorrow‘s young 
aspiring workers, and politicians need to re-engineer labour laws to accommodate and 
incentivize OJT (Bennings, 2012:  8). 
St-Jean (2012:  203) quoting Deakins (n.d) by identifying certain transformations that 
occur through mentorship:  
“…reaching objectives, learning skills, problem solving skills, management 
skills and the ability to react to change.” The author further elucidated in 
page 204 that, “….mentorship….allows…..transform by developing both 
personally……which confirms mentoring‟s usefulness in the professional 
development…..”  
It is therefore important for candidate professional to build a good relationship with 
the mentor so they may gain access to knowledge. Mentoring is one of the means for 
development that an organisation may adapt. The executive leaders of construction 
companies should strive to establish a comprehensive culture, invest in training and 
development programs and encourage mentoring and coaching (Skipper and Bell, 
2006: 79). This is due to the fact that development of the individual is considered to 
be important, not only for the individual‘s own sake but also for reasons of 
organisational efficiency and even national economy (Analoui, 2007: 158).  
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2.3.5 Transfer of skills 
Cascio (2006: 302) mentions that transfer of training refers to the extent to which 
competencies learned in training can be applied on the job. He further eludes that 
transfer may be positive or negative. He explains that training that result in negative 
transfer is costly in two ways - the cost of the training and the cost of hampered 
performance. For this reason, consultants and contractors should take a committed and 
structured approach when dealing with training matters. For example, a course dealing 
with civil engineering work may be interesting to the civil engineer so that the 
application of lessons into the civil engineer‘s daily routine in the work environment 
may be possible. The same course may not be interesting to the document controller 
of the organisation. That is why training needs to be structured. This is so that the 
skills of the engineer should be sharpened through undergoing this training, therefore 
placing him at a better chance to perform to a high level of aptitude and quality. 
Maintaining a high calibre of skills amongst employees is vital to facilitate economic 
recovery and stability in the construction sector in the future (Carter, 2013: 15). Debra 
and Ofori (2006: 441) state that a lack of training impacts negatively on the 
performance of professionals and firms, particularly in the area of cost, quality and 
productivity. Cascio (2006: 302) describes action learning as participants learn 
through experience and application. This type of learning is an excellent vehicle for 
facilitation positive transfer from learning to doing. 
The education fund is established for the promotion of personal development and 
growth through skills development and upliftment. Therefore, this means that the 
ordinary citizen‘s step towards personal development is for them to be members of the 
councils of the profession where they belong. Therefore, the built environment 
councils are the authority bodies that must, by law, implement and harness 
professional development through the cooperation of consultants and contractors 
within the built environment sector.  
2.3.6 Conclusion 
The literature review was conducted in a quest to find knowledge regarding 
development or fostering built environment professional skills. Government admitted 
that there is a need for a formalised approach into addressing economic inequalities of 
 50 
 
the past. This will ensure the advancement and meaningful participation of all black 
people in the economy (DTI, 2003: 8). It was discovered that government was 
focusing more on the development of mainly craftsman‘s and or artisanship skills. 
Transformation in the fraternity of professional skills was discovered to be slow. The 
outlook into PDI professional registration was illustrated. Literature findings indicate 
that the PDI amount to about 28% of the total number of professionals registered with 
BEC. Route to professional registration was discussed. 
Value chain for skills development was discussed. The life cycle for professional 
skills development is a chain of stages or phases. The most critical chain that is 
vulnerable is the candidacy phase. Ideally, an employee should receive development 
interventions that align to where they are on the life cycle. That is where the life cycle 
for professional development was connected to the Nadler‘s table in order to depict 
that correct type of training required for each stage. Professional registration is almost 
impossible without the candidate professional undergoing mentorship. This is to 
harness the skills for a period of three to five years depending on the level of 
education. This means that without a mentor, the individual may more than likely 
never see the light towards professional registration. Finding from the literature 
depicts that management is not always committed to mentoring or coaching. This put 
HR departments in an impossible situation. Cascio (2006: 302) mentions that transfer 
of training refers to the extent to which competencies learned in training can be 
applied on the job.  
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CHAPTER 3 
3 The research strategy 
3.1 Introduction 
The study was conducted by means of a semi structured interview survey. As the 
interview was intended to provide an informed opinion of the current perceived 
inadequacies of the construction industry in unlocking meaningful and lasting 
development of the HDIs entering the built environment professions through 
infrastructure investment, questions to elicit people‘s perceptions were included. This 
chapter addresses the research method that was utilised; the means employed to 
access information; how data were collected; the make-up of the sample, and how the 
data were analysed. 
3.2 Research Method 
The methodology adopted in this study was a qualitative research method. Miles et al. 
(2014: 4) describes this method as:  
“Qualitative data are a source of well-grounded, rich descriptions and 
explanations of human processes.”  
The researcher approached the task having the end in mind. For this reason, the 
researcher perceived that the qualitative method as the most appropriate approach in 
light of the phrase from Miles et al. (2014: 4). According to the literature reviewed, 
the researcher ascertained that the main problems for this project were matters that 
affect professional development. The method chosen for conducting the qualitative 
study was through interviews. Interviews were chosen to be appropriate for this study 
as this method allows for capturing and preserving the soft human variables that are 
attached with the subjective nature of the topic. The researcher based the rationale for 
adopting the qualitative method as the most appropriate for this study through a 
phrase from Miles et al. (2014: 4) which states that:  
“…good qualitative data are more likely to lead to serendipitous findings and 
to new integrations; they help researchers get beyond initial conceptions …”  
 52 
 
Furthermore, the phenomenological strategy applied provides corroboration material 
for the research project. 
The qualitative ambit of the research project relied heavily on phenomenological 
study. Leedy (2010: 141) describes this type of study as, ―….a study that attempts to 
understand people‘s perceptions, perspectives, and understanding of a particular 
situation.‖  
3.3 Research Design 
The interview protocol was sub-divided into four sections, namely: 
 Section A: Demographic information. 
  Section B: Theme 1: Job security. 
 Section C: Theme 2: Candidate professional and related training. 
 Section D: Theme 3; Professional skills development. 
The researcher understood that practitioners schedule is tight and they are busy 
therefore group interviews were conducted for one interview session. Each individual 
had to answer for themselves so as to probe their perspective to the subject matter. 
This was done in an effort to save time and reduce the effort of multiple interviews. 
This was not a focus group. The interview protocol contained open ended questions 
which contained probe questions for clarification purposes and also exploratory 
purposes, as recommended by Thomas (2004: 162). The interview protocol contained 
semi-structured questions in order to probe individual‘s viewpoint regarding subject 
matter.  
3.4 Data Collection 
The primary data was collected through in-depth and semi-structured interviews. An 
interview protocol was developed so as to ask the same questions regarding this 
research project throughout the rest of the interview expedition. Moreover, all 
interviews were conducted by one interviewer.  Thomas (2004: 163) is of the opinion 
that:  
 53 
 
“The main is to standardise the interviewer‟s behaviour so that the only things 
influencing the respondent‟s answers are the questions and differences among 
the respondents themselves.”  
The reason behind the chosen form of data collection was to create a reciprocal two 
way communication conversation with the candidates who were participants. Oishi et 
al. (2003: 8) states that:  
“Compared with self-administered surveys, both in-person and telephonic 
interviews benefit from the interviewer‟s role in enhancing respondent 
participation by guiding questioning, answering the respondent‟s questions, 
and clarifying the meanings of responses.”  
Exploratory interviews consisted of 32 questions which were a mixture of prompts 
and probes. The time expended for the actual interview was approximately 20 minutes 
to 40 minutes per interview. This excludes the time expended on introductions, the 
toolbox talk and reassurance of confidentiality of the contents of the interview. 
Interviews were conducted with 14 participants where two of the interviews were 
interactive group interview consisting of:  
 group 1 consisting of 5 individuals;  
 group 2 consisting of 2 individuals; and  
 the rest of the 7 interviews occur on a one on one basis.  
Leedy (2010: 141) confirms that:  
“A typical sample size is from 5 to 25 individuals…”  
The interviews were recorded and can be played using computer software called VLC 
Media player. The recordings should be transcribed and can be added as annexures to 
the treatise to support your interpretations, deductions, conclusions and 
recommendations. 
The secondary data used for this research project was collected from academic articles 
from journals, proceedings of conferences and forums, brochures, books, government 
publications, published newspapers and also the World Wide Web. The search for 
information was commenced from the set of brochures and other information sets 
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acquired from conferences and forums attended by the researcher. This contained in 
the library of the following institutions: 
 Nelson Mandela Metropolitan University, 
  University of Pretoria, 
 Eskom Library. 
During the stage for data search, the following databases were used:  
 Nelson Mandela Metropolitan University own databases, 
  University of Pretoria‘s own databases, 
 EBSCO host, 
 Nexus, 
 Eskom‘s own databases. 
The internet was explored as an additional resort once other resources had been 
exhausted. Colleagues who were undergoing research with their institution provided 
reference of the databases. 
3.5 Sample 
The sample population was made up of interviewees who were under the employment 
of consultants, government entities and contractor organisations. Initially 19 
candidates were identified because of their professional status. 14 potential 
participants were registered as candidate professional from their respective councils 
and 5 of the potential participants were registered professional practitioners. However, 
14 qualifying members agreed to take part in the study. This equates to a participation 
rate of 73%. Data that were relative to demographics in the form of professional 
registration status are depicted in Section 1: table 3.1. 
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Potential participants were contacted telephonically. Upon acceptance, the 
participants were forwarded the same request by means of an e-mail. The email was 
sent using the covering letter as presented on the appendices. This was done in order 
to authenticate the request. Participants also received a copy of the interview protocol 
transcript as an attachment to the interview request. A follow up telephone call was 
made to further discuss the background of the research interview with the participants. 
The participants were also reassured about the contents of the study and clarification 
of any questions that the participants had regarding the interview.  
Most candidate participants declined the request made on the first telephone contact. 
Their reason was that they are too busy with their work. Other candidate participants 
were declined because they failed the preliminary screening done during the first 
telephonic contact. Candidate participants were screened against the following: 
 Interview participants must be working in the construction industry. 
 Interview participants must hold a university qualification which is a requirement 
for registering with their prospective professional councils. 
 Interview participants must not have less that 18months of experience in the 
industry. 
 Interview participants must be registered candidate professionals with their 
respective council and if the participants are registered professionals they should 
have less than 5 years of post-registration experience.  
 All participants for the fieldwork belong in the category of historically 
disadvantaged group. Their education ranged from an advanced diploma to an 
honour‘s degree. All participants possessed technical qualifications and aligned 
with the professions selected for this study and mentioned under the CBE Act of 
2000. 
3.5.1 Section 1: Demographics of interview participants 
 
Table 3.1: The demographics of participants 
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3.6 Data Analysis 
The interviews were administered and fieldwork was completed. The data collected 
was analysed as described by Oishi (2003: 17). The author further explains the 
process as, ―…an interviewer…..goes through each questionnaire to look for 
inconsistent answers and obvious errors in recording of information.‖ During the time 
Number Gender Age 
group 
Highest level 
of education 
Experience Designation Professional 
affiliation 
1 Male 36 – 
45 
BSc 
Engineering 
11 – 15 Project 
Manager 
ECSA, 
Professional 
2 Male 21 – 
30 
B-Tech Q.S 1 – 5 Quantity 
Surveyor / 
Cost Engineer 
SACQSP, 
Candidate 
3 Male 31 – 
35 
B-Tech Q.S 6 – 10 Quantity 
Surveyor / 
Cost Engineer 
SACQSP, 
Professional 
4 Male 31 – 
35 
BSc Honours 
Engineering 
6 – 10 Professional 
Mechanical 
Engineering 
Technologist 
ECSA, 
Professional 
5 Male 21 – 
30 
B-Tech Town 
Planning 
1 – 5 Town Planner SACPLAN, 
Candidate 
6 Female 21 – 
30 
B-Tech Town 
Planning 
1 – 5 Town Planner SACPLAN, 
Candidate 
7 Male 36 – 
45 
Advance 
Diploma in 
Real Estate & 
Mathematics 
1 – 5 Property 
Valuer 
SACPVP, 
Candidate 
8 Female 21 – 
30 
National 
Diploma in 
Real Estate 
1 – 5 Property 
Valuer 
SACPVP, 
Candidate 
9 Female 21 – 
30 
BSc Property 
Economics 
1 – 5 Property 
Valuer 
SACPVP, 
Candidate 
10 Female 21 – 
30 
Advance 
Diploma in 
Real Estate 
1 – 5 Property 
Valuer 
SACPVP, 
Candidate 
11 Female 21 – 
30 
Honours in 
Real Estate 
1 - 5 Property 
Valuer 
SACPVP, 
Candidate 
12 Female 31 – 
35 
Advance 
Diploma in 
Real Estate 
6 - 10 Property 
Valuer 
SACPVP, 
Candidate 
13 Male 31 – 
35 
Post Graduate 
Diploma 
Project 
Management 
11 – 15 Project 
Manager 
SACPCMP 
& ECSA, 
Professional 
14 Male 36 – 
45 
Honours in 
Town 
Planning 
1 – 5 Town Planner SACPLAN, 
Professional 
 57 
 
when the interviews were administered, the interviewer saved the recorded transcripts 
onto the computer and on two separate external hard drives. The folder that the 
interviews were saves had a date of the interview. This filling system worked as a data 
accounting log (Miles et al., 2014: 123). Upon completion of this process, the 
researcher used the method for analysis called qualitative summarisation. This is a 
technique described by Thomas (2004: 217). The summarisation technique that was 
used is called: 
  Making a précis (summarise texts). 
Thomas (2004: 217) describes that:  
“The aim of a précis is to express the content of a passage of text in a shorter, 
simpler way than in the original but with minimum loss of information.”  
This involved finding common elements in the text and using a single word or phrase 
to express them. Elements in the text which were repetitive or unimportant to what 
was stated in the text were omitted from the précis. According to Leedy (2010: 142) 
quoting (Creswell, 1998), the contents are then compared with other perspectives 
from other interview participants in order to capture various ways in which different 
people experienced the phenomenon. This content is displayed using an excel 
matrices or table (Miles et al., 2014: 110).  
 
 
 
 
 58 
 
CHAPTER 4 
4 The Results and discussion 
4.1 Introduction 
This chapter represents the data on the perceptions of the interviewees as recorded 
during the interviews. As mentioned in Section 3.3 of Chapter 3, the interview 
protocol was sub-divided into four sections, namely: 
 Section A: Demographic information. 
  Section B: Theme 1: Candidate professional and related training. 
 Section C: Theme 2: Job security. 
 Section D: Theme 3: Professional skills development. 
4.2 Interview protocol 
4.2.1 Section A – Demographic information 
1. Please state your gender?  
Table 4.1: Gender of interview participants 
Gender Response 
Female 6 
Male 8 
Total 14 
The interview participants were in total fourteen people. According to their 
gender, there were six female participants and eight male participants.  
2. Please indicate your age group? 
Table 4.2: Age group of the participants 
Age Group 21 - 30 31 - 35 36 - 45 Over 45 
Number 7 3 4 0 
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Ten (10) participating were classified as the youth (below the age of 36). Four 
interviewees are people who mentor the youth. Some of the participants in this age 
group were interviewed because they had less than ten years of experience in the 
industry and were still undergoing the candidacy training therefore fall under the 
category of candidates under training. Although they are outside the bracket of 
youth, they do however experience the same problems as the youth and also 
assume the same roles. A mature perspective on the subject matters added value to 
the information obtained. 
3. Please indicate your highest level of education? 
Three of the participants had an advance diploma and qualified to be registered as 
associate professionals with the SACPVP. Another participant had a national 
diploma and was currently busy with the B-Tech so as to qualify for professional 
registration. One participant had a post graduate diploma and qualified for 
professional registration. The rest of the participants qualified for professional 
registration. 
4. Please indicate the length of your professional experience? 
Table 4.3: Length of experience for participants 
Length 1 - 5 6 - 10 11 - 15 Over 15 
Number 9 3 2 0 
 
Nine of the interviewees had less than six years of experience, whereas five of 
them have been in the industry for over six years. 
5. Please state your designation? 
Table 4.4: Job designation of participants 
Designation Project 
Manager 
Engineer Quantity 
Surveyor 
Property 
Valuer 
Town 
Planner 
Number 2 1 2 6 3 
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6. Please indicate your professional affiliation, if any? 
Ten participants of the interviews were registered as candidate professionals with 
their respective councils. Four participants of the interviews were professionally 
registered but had less than five years post professional registration experience.  
All the participants affiliated with ECSA were professionally registered. From the 
latter information, one participant is registered as a professional mechanical 
engineer, one as a professional civil engineering technician (who also holds a 
national diploma in civil engineering) and the last one as a professional electrical 
engineer. 
Two of the participants had multiple council registrations; registration with the 
SACPCMP as a second registration. This was participant for interview number 2 
and participant for interview number 9. The Participant for interview 2 is 
registered as a candidate professional on both councils SACPCMP and SACQSP 
whereas participant for interview 9 is registered as a professional on both 
councils SACPCMP and ECSA. 
One participant affiliated with the SACQSP is registered as a professional 
quantity surveyor whereas one other participant registered is a candidate 
professional quantity surveyor. 
Three participants affiliated with SACPVP are registered as candidate 
professionals whereas the three candidate associate professionals.  
All participants affiliated with SACPLAN are registered as candidate 
professionals.   
4.2.2 Section B – Theme 1: Candidate professional and related training  
1. Are you satisfied with the investment your organisation makes in training 
and education? 
Table 4.5: Training and education investment 
Response 
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Yes No Unsure 
9 3 2 
 
Nine interviewees responded in the affirmative with regard to this question, while 
three of the participants replied ‗no‘, indicating that they are not satisfied with the 
organization‘s education and training investment. One participant was very 
impressed with the training that his organisation offered. Because he had the 
opportunity of furthering his studies, the organisation has given the responsibility 
of training others in the firm. This is another way of gaining returns on training 
investments by an enterprise. This may be the organisation‘s option for internal 
training. Internal training is more relevant to the business as the person 
conducting the training is familiar with the core functions of the company. He is 
also involved in the day to day routines and understands the culture that the 
organisation has adopted. The participant declared that, ―I am actually the one 
providing training to all our branches on a national scale.‖ This can work out to 
be a much cheaper option than outsourcing this function to consultants. On the 
other hand, this would create an ambience of loyalty surrounding further 
education initiatives in the firm. It is for this reason that organisations should be 
impartial when dealing with the issues of training and education. 
2. Are you satisfied with a structured programme for job related training 
that the organisation offers? 
Table 4.6: Structured programme for job related training 
Response 
Yes No Unsure 
7 3 4 
 
Half of the participants perceive that the training that their organisation offers is 
satisfactory. They believe that the training offered is organised in such a way that 
they can apply it on their day to day job routines. This training can also add value 
in such a way that it increases the candidate‘s prospects for professional 
registration and / or for collecting continuous development points for those that 
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have already reached the stage for professional registration. The participants of 
interview 7 were very diplomatic in their response. They indicated that ―A piece 
of bread is better than nothing.‖ A structure programme must be purposeful and 
should have the planned desired outcomes. 
The minority group of the participants declared that their organisations do not 
offer any structured programme for job related training. Interviewee no. 4 stated 
that ―we have to search for our own training and development‖. He further 
mentioned that ―we always seek information from councils and associations and 
the internet.‖ A structured training programme is essential because it offers 
alignment of training to organisational planned goals or strategy. This is with the 
assumption that HR does prepare its business plan and provide such document as 
input into the whole organisational strategic plan.  
For the young aspiring candidate professionals, a structured training programme 
offers guaranteed exposure to all the areas of work experience as required by the 
respective councils. This ensures that the respective mentors cover all the needed 
areas in foundational training in each discipline. The structured programme 
prompts the mentor or supervisor to leave no stone unturned regarding the 
training during the candidacy period. The structured programme can also act as a 
basis by which HR can review the progress and the return of investment of the 
training programme and also make a decision on the introduction of a HR 
intervention. The interview no. 1 responded that ―You get trainees that are just 
idling and nobody is looking after them.‖ If HR had a clear training plan and 
knew exactly where to place the candidates in the organisation for training, then 
no candidate would idle.   
3. Who is your training programme sponsor? 
The majority (13) of the interviewees indicated that their respective organisations 
sponsor their training programmes. This indicates that their respective 
organisation do offer training programmes.  
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4. On a scale 1 to 5, how much job related training have you received in the 
past year? 
Table 4.7: Job related training 
Response 
Unsure Not at all…………Good……………….Excellent  
0 1 2 3 4 5 
0 1 4 6 0 3 
 
A mean score of 3 indicates that the participants are deemed to agree to some 
extent that their organisations do take them through job related training. This job 
related training is deemed to be adequate for the respondents. The participants for 
interview 8 was extremely satisfied with the job related training and mentioned 
that “we are exposed to everything.” It can be seen from Table above, nine of the 
interviewees indicate a rating of either ‗good‘ or ‗excellent‘ for training that they 
have received.  
5. On a scale 1 to 5, how effective is the training you receive for your job? 
Table 4.8: Effective job related training 
Response 
Unsure Not at all…………Good …..…………….Excellent  
0 1 2 3 4 5 
0 1 2 2 7 2 
 
Table 4.8 shows that two interviewees gave a rating of ‗good‘, seven gave a 
rating of ‗very good‘ and another two gave a rating of ‗excellent‘. Thus, it can be 
deduced that most of the interview participants perceive that the training that they 
have been exposed to have had effective impact on their individual job 
performances. Participant for interview 10 is one of the respondents that scored a 
5 for excellent. He added that ―I was exposed to different practical situation that 
was different from the theory that I have mastered from the university.‖ 
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Participant for interview 8 who scored a 4 explained that very good was chosen 
because, ―…at the beginning of the financial year there is not much to do.‖ 
6. Are you aware that human resources should be viewed as a knowledge 
area from the project management context? 
Table 4.9: Human Resource as knowledge area in PMBOK 
Response 
Yes No Unsure 
10 3 1 
 
The majority of the participants seem to have a knowledge of the fact that human 
resource (HR) is a knowledge area in the project management context. 
Interviewee no. 8 further emphasised that “…HR is part of your project, you 
can‟t do without people if you want to manage your project.” This suggest that a 
project team is made up of human resource which in turn provide inputs to make 
up the whole of the project. 
7. What is the level of your awareness in terms of the life cycle of 
professional development? 
All the participants were fully aware of the life cycle for professional 
development in the built environment professions although they usually asked for 
clarification from the researcher during the interviews. 
4.2.3 Section C – Theme 2: Job security  
1. Do you understand management goals related to training and education? 
Table 4.10:  Understanding of management goals related to training and 
education 
Response 
Yes No Unsure 
10 3 1 
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The majority of the respondents seem to understand that management goals relate 
to training and education. The participant for interview number 4 painted a 
picture about his understanding regarding these goals. The respondent answered, 
“Yes I do understand management goals, and even though I‟m not sure…..I don‟t 
know where management stands on that aspect.” This perhaps may be caused by 
the fact that management does not always cascade the vision to members of the 
organisation at operational level or perhaps it is a case of management not 
making the goals towards training and education a priority. 
Participants for interview number 7 explained that “They are trying. It is better 
than nothing. It may seem that I am trying to protect management. There might 
not be doing it in a more civilised manner but for me they are trying. Some of 
them have not gone through their candidacy training but the theme, the mode for 
training and education are set; they are trying to take us somewhere. It is not as 
if they have employed us to come to work and sleep. They are trying.”  
This statement above cites that management themselves are compelled to ensure 
that candidates are trained even if they themselves have not undertaken candidate 
professional training. They are learning on how to comply with training 
requirements. The respondent also mention about how management have set the 
theme and or platform for the professional training. The subject ‗training and 
education‘ is one that is a prerequisite in the relevant councils for a candidate 
route towards professional registration. Lack of training also makes the candidate 
vulnerable to non-registration as the training report which they would have 
prepared may be lacking some areas of experience that is a prerequisite for 
professional registration and therefore rejected by the councils. In addition, the 
fact that their management have not gone through required professional training 
makes them improper mentors as it is a requirement that candidates must work 
under the mentorship of a registered professional in a particular area of work. 
Participant for interview number 1 suggested that management goals in the 
organisation are focused, “… mostly (concentrate) on company performance 
more than training and education. There is no real link as such; I think they are 
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more looking at the performance indicators of the company rather than training 
and education of a candidate that need to register with a professional council.” 
This suggests that HR may, due to certain constraints, be ignorant towards 
training and education required for professional registration. This is surprising 
finding as a strong professional technical skills base can be used as a competitive 
advantage.   
2. Please explain or describe how management training and education goals 
have impacted your employability in the sector? 
The participant for interview number 9 indicated that, “Through this training (the 
one that I have done is monitoring and evaluation and programme and project 
management), I became aware on how to monitor projects and programmes. 
Starting from establishing key performance areas for the project, setting tools 
and managing inputs that end up to be outcomes. So I became aware of the 
aspects of monitoring and evaluation. These skills will increase my employability 
in the sector.” 
Participant for interview number 3 explained that, “I would say, it helps in 
formally applying methods and formulas that are needed for work. Through 
training, interaction with project team member from different educational 
backgrounds and also networking with other professionals from different 
organisations becomes easier.” The respondent suggests that through proper 
training, it is easier to be confident about your input in the project arena. The 
participant also expressed that it becomes easier to build a network with other 
professionals from other walks of the built environment fraternity. Therefore this 
increases ones employability in the sector. 
Participant for interview number 1 explicated that “I think my previous 
employment or my previous employers had a very structured programme, which 
was linked to my tertiary education. Since the firm sponsored my tertiary 
education, it was quite easy because straight from the university, you have a set 
of training undertakings that you need to follow to so as to create and nurture 
your technical skills base. Once training is complete, you are offered 
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employment. So it was quite easy and well structured.” This type of a programme 
is structured in such a way that it does not leave candidates disbanded at any 
point in the life cycle for built environment professional development. It offers 
continuity from one phase or stage to the other throughout the professional 
development cycle. 
Participant for interview 7 suggest that “It does make a huge difference because 
the exposure that we are getting here we can't get it anywhere.” However, the 
same interviewee mentioned that “…..but we are worried about the time that is 
given to us to register.” On trainee contracts, candidates are given a certain 
amount of years to get to be registered professionals. Other participants such as 
interviewee no. 8 stated that “…..We are more employable now than when we 
actually began.”  
Participant for interview number 5 was among those who answered that they did 
not understand that management goals could be related to training as mentioned 
earlier. Surprisingly, the same respondent for this question answered, “…..before 
the training and my B-Tech, opportunities were very scarce and limited. With the 
B-Tech, I have secured a number of interviews in recent months.” This suggests 
that management for this organisation is not explicit about training and 
development through company policies. This makes it difficult for the employees 
to map their future prospects within the organisation. Perhaps that is why this 
participant has plans of finding greener pastures in the near future because the 
participant mentioned that he is ready to leave the firm before the time allotted 
for professional training is exhausted for his professional training. The respondent 
may carry on with the vital training elsewhere or may push the training aside 
since there are opportunities. Although in the long run, this may be detrimental to 
the respondent‘s career progression in the industry.   
3. Are you aware of any skills programmes integrated within projects at 
your firm? 
Table 4.11: Skills programmes integrated within projects 
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Response 
Yes No Unsure 
12 1 1 
 
Most of the participants agreed that there are skills programmes integrated within 
projects in their respective firms. Participants for interview 7 added that, “We are 
ever involved.” The participant is referring to the training that they are 
undergoing. This pertains to the mentorship programme which is administered in 
the same fashion as on the job training. Participant for interview 6 even stated 
that “Sometimes there are, but at times you are not aware of them.” 
Participant for interview number 3 made a statement that, “I think the 
organisation is now employing interns just as a tick box, but they are not really 
employed to actually cover any specific area, but just for the organisation to 
report to EPWP and other national governmental initiatives to say that the 
organisation is acting on broad based economic development.” This means that 
for the interns and young aspiring professionals who would have been employed 
in the firm, developmental prospect is not so bright. The HR of such a firm does 
not look into the value that is added to the trainees regarding their learning and 
skills. This also suggests that government including the relevant SETA may be in 
the dark regarding the key performance of such programmes and therefore have 
no real skill plan that talks to development and transformation of one‘s behaviour 
through learning.  
Participant for interview 1 suggests that, “you've got things such as social 
development requirements………. It is a programme that is being driven by 
government to make sure that you integrate the social development of that 
particular community into your projects.” The researcher further asked an 
unstructured question which was, ―When they are done with this programme, will 
they receive certificates or is SAQA or NQF involved?‖ Then the participant 
answered, “I am not sure about the incentives afterwards, but I know most of 
those community members are integrated on the project on a temporary basis in 
terms of given temporary employment. Afterwards, I think some of them will get 
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referrals to other projects because there is a line of projects coming through to 
the community. There is continuity, but for some of them they are just being given 
training so that they can market themselves in the near future.” As it has already 
been discovered during the literature review, training programmes should be 
registered with NQF and relevant SETA for approval. In this case, training is not 
formally registered with the SETA or the NQF, but is a requirement from the 
client. This is a gap that needs to be closed to ensure that quality skills 
programmes would add value to skills transformation. 
4. Are there any structured training programmes initiated and introduced 
due to specific project team requirements? If yes, please explain further. 
Table 4.12: Structured training programme for project team 
Response 
Yes No Unsure 
11 3 0 
 
The majority of participants agreed that there are structured training programmes 
introduced due to specific team requirements. This is to ensure that technical 
skills are complimented with other soft skills. Participant for interview 9 made a 
practical example for such programme. The respondent explicated that, 
“Currently we want to train people or ourselves on the issues of contracts. This is 
for the JBCC and the NEC group of contracts. As we have seen that the projects 
that we are running are not managed correctly within our department. There are 
groups that have started to undergo training, at the end we will all attend. We 
should know about this by now. We are involved in this industry but we cannot 
say what we knew (in terms of the laws, terms and references) five years ago still 
applies today as they keep on changing.” This comment suggests that it is 
incorrect to just focus on rigid technical skills without paying attention to the 
complementary skills that will ensure that relevant laws are not contravened. It is 
known that the architect should provide the team with a plan or design, the 
quantity surveyor with a bill of quantity, the project manager with the 
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management tools and techniques for the project etc. Amidst these wittingly 
impressive technical skills, poor contract management could lead to the complete 
halt of a project or even destroy the entire prospect of a project. 
5. Is there any formal HR process for identifying skills gap according to 
structured training and education programme in your establishment? 
Table 4.13: HR formal process for identifying skills gap 
Response 
Yes No Unsure 
6 4 4 
 
Less than half of the respondents answered, “Yes” to this particular question as 
shown in Table 4.13. Eight interviewees were either unsure or responded 
negatively to the question. Participant for interview 7 answered that, “I have no 
idea. On a regular basis they try to review where we are lacking from the reports 
that we submit to them. We have a meeting and we identify our levels as far as 
lacking of skills is concerned. It is that you understand the fundamental concept 
but not the key technical methodologies, so they are trying.”  
Participant for interview number 9 answered a “No” in this regard. The 
participant is a professional project manager and professional technician. He 
further explained that, “The programme that we have is focusing on entry level 
not on the senior official.” Another participant for interview 3 who is also a 
registered professional agreed that, “I've said that it's up to the individual himself 
to find out which programmes that they think can actually help them develop but 
sometimes you find that the manager does not agree or HR does not agree and 
the organisation decides that they would not pay for the programme.” Once a 
person becomes a professional practitioner, they are expected to take part in 
continuous professional development. If the life cycle for professional 
development is analysed properly, a formal process at this stage will be in place 
to ascertain skills gap and to ascertain how much training is still required as 
prescribed by their councils. What is significant about the participant for 
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interview 3 is he mentions that his managers along with HR may not approve this 
training and therefore will not pay for the programme. This is further affirmed by 
this statement, “…..the person who is supposed to support the training 
programmes is my manager and the head of engineering, they are not supportive 
of these programmes and they are not of much help when you need to attend to 
continuous development training.” This is because a request in his organisation 
has to be supported by his managers before HR approves the course. This is not 
supposed to be happening as engineering is part of the built environment 
profession.  
6. Please mention and describe formal HR processes used for closing 
existing skills gap according to the structured training programme in 
your firm? 
Participant for interview 2 expressed that “I know of the skills audit programme 
within the organisation that was adopted. HR along with qualified practitioners 
researched if people are placed correctly in terms of their skills, competence and 
ability.” The participant further expressed that “….but I have never heard of them 
taking any decision regarding what to do with their findings.”  
Participant for interview 9 answered that “The training that we undergo is 
initiated by ourselves as project managers, and there is no HR involvement 
during the identification process. Then we inform our senior to cater for such 
training during the budgeting process.” This suggests that the need to initiate the 
training would be evident from the project review where a ‗health check‘ for a 
project is done. This means that during review meetings, projects that are 
experiencing the same type of problem can be dissected to identify shortcomings 
and subsequent training solutions. The subject project managers should then 
formulate the lessons learnt. The QS can compile lessons learnt from the financial 
perspective, the designer or architect can compile all the technical issues that 
were a learning curve etc. These lessons learnt must then be compiled so that this 
serves as motivation for the decision for the introduction of training intervention 
for the project team. 
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The argument is that there is no formal process for identifying skills gaps for 
most organisations. HR interventions are almost always tactical in feature, 
unplanned, have no structure and the outcomes or the return of investment is 
never measured. The participant for interview 3 substantiates this by explaining 
that, “…there is nothing structured. Hence, I have said that it is up to the 
individual himself to find out the programmes that they think can actually help 
them develop but sometimes you find that the manager does not agree or HR does 
not agree and the organisation decides that they would not pay for the 
programme.” Also participant for interview 2 opined that, “Well since I joined 
the organisation, I have attended a lot of training. As to how they fit into my 
being a project member, I have not necessarily seen the connection. We are just 
running to get training and there was no point where I was evaluated as if 
perhaps I am adding value to the project based on such training. The assumption 
is that I am good enough so far.” 
Participant for interview 10 explains the formal process for candidate 
professionals as, “Each and every month we give reports to HR to show them 
where we are lacking. HR takes it further to organise training so as to fill the gap 
where we are lacking.” 
7. Do you understand how your work impacts the organisational business 
goals? If yes, please explain. 
The 15 interviewees indicated that they understood how their work impacts the 
organisational business goals of where they work.  
Interview participant number 1 answered: “Yes because, I think mostly in projects 
it is all about profits and then profits contributes to the bigger scheme of things 
towards the company profitability. So if we are running projects and they are not 
profitable they contribute to the downfall of the company.” 
Interview participant number 3 answered: “Yes I do. I'm working in section where 
we prepare cost estimates for project. Eventually that would leads to project 
implementation according to the budget that you should have assumed. When 
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projects are delivered customers are happy and at that point you fulfil the 
organisational mandate.” 
Interview participant number 5 answered: “Yes. Town planning is critical to the 
organisational functions for provision of accommodation as we identify and 
recommend suitable sites for each development. These sites need to be 
strategically located according to their function. For example, a police station 
needs to be located in close proximity to the public and should be adequately 
accessible.” 
Participant for interview number 8 answered: “Yes. At the end of the day the 
property valuer inputs and determines the financial aspect of the project or 
property. When the clients is buying or leasing they need us to determine the 
value of those properties. It is unfortunate that another unit does the decision 
making because as valuers we can make a decision regarding the best solution 
whether it is to sell or lease the property. We can offer recommendations but it is 
up to the decision makers or the management for the report of which investment 
option do they prefer.” 
Participant for interview 9 answered: “Yes. On the company that I work for it is 
the core function and mandate of our section to deliver infrastructure project as 
project managers. So if we fail to deliver we will become irrelevant to the 
business.” 
8. Is there any formal process where you hold regular reviews and 
adjustments to project specific HR performance in your organisation? 
Ten of the study participants affirm that there is a formal process where they hold 
regular reviews and adjustments to project specific HR performance in their 
individual firms. In particular, the participant for interview 1 describes this 
process as “Mostly at project milestone when certain milestone are achieved, you 
go through the reviews and also look at HR needs of the projects, if there is a 
need to beef up you do that and if there is need to go out and get the external 
skills and expertise you do that. We do the milestone reviews and then HR is one 
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of the areas we look at and also the performance of the human resources within 
the team.” 
9. Are there any project specific performance appraisals done? If yes, please 
explain. 
It is notable that all the interviewees noted that project specific performance 
appraisals are not done and as such, non-existent, in their response to the above 
question. All participants agree that there are no project specific HR performance 
appraisals done. The researcher approached an HR practitioner to get an 
explanation as to why do organisations not offer project specific performance 
appraisal. The response received is that this is because of the introduction of the 
business score card for performance appraisal. The score card for the whole 
organisation must cascade to department level and also operational level. One 
department might have done extremely well in terms of its performance but 
because the other departments did not pull their weight will affect the 
organisational main score. If the whole organisation score on average is bad, and 
the whole business did not do well, then the company cannot contradict its own 
score and pay out performance bonuses. The argument could be that, if the 
section has done well for the business why can they not be rewarded? The HR 
practitioner answered that they do, it is just that the bad score for the 
organisation, and department level will have a knock effect on the good score of 
the section. Performance rewards are paid accordingly. On the same note, those 
sections that have done badly will get even a smaller performance reward.  
10. Please provide additional comments that would highlight the connection 
between the human resource development and resource loading in a 
project context? 
From the analysis of the answers of the participants, it was deduced that human 
resource development address the soft skill required for complementing the 
technical skills. These were mentioned as: 
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 The development of acumen to propel the organisation to a level dictated by 
the organisation strategic plan. 
 Development of the resource skills pool of high standards. 
 Development of organisation‘s intellectual property for competitive 
advantage. 
Resource loading occurs when a resource needs are identified, allocated or 
assigned duties to carry out in a project and resource levelling is concerned with 
the application of the acumen that was developed by the HR Department? 
Resource loading and levelling can also be concerned with the application of the 
intellectual skills developed by the HR department in order to place the 
organisation ahead of competitors. Participant for interview 1 describes this 
connection as ―I think, in my view, the set up here is such that each and every 
project you need to get human resources. If you got such a structure or a 
developed resource pool in place, it is easier for you to identify well in advance 
your resources. Those resources you can always re-use them in future projects 
instead of identifying all over again which can take time and sometimes can affect 
your project performance.” To buttress the argument, participant for interview 3 
explicated in simple terms as, “I would say HRD is all about the development of 
a project team members whereas resource loading and levelling is where HR 
would have to be in a position to determine if they have got enough resources to 
do the job…….or the resources are properly aligned for what they are able to do 
the work.”  
4.2.4 Section D – Theme 3: Professional development  
1. In your view, is your employer knowledgeable about laws that pertain to 
training and education in your discipline? 
Table 4.14: Employer knowledge about training and education laws 
Response 
Yes No Unsure 
11 2 1 
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Most of the interviewees were of the opinion that their employers are familiar 
with all the laws surrounding required training and education in the construction 
industry. Participant for interview 4 added that, “…..but I'm not really sure which 
level are they as far as maturity of this knowledge is concerned.” How well is HR 
department familiar with these requirements for professional development? When 
HR is on a course for skills development what guides their training course if not 
the professional development laws? Another participant for interview 2 opined 
that “To a certain extent, employers are knowledgeable, but what they know is 
neither the best of it nor the poorest.” This suggests that HR knowledge of the 
project team regarding the laws for training and development are neither here nor 
there. Participant for interview 1 exclaimed that “This is a well-established 
company, like internationally, so I think they should.” Well established 
organisations have the advantage of competing in the global market. Therefore, 
they have the advantage of benchmarking themselves on the international arena. 
When the participant was asked a follow-up question regarding benchmarking, 
the respondent was not sure about it. Participants of interview 10 added that it is 
the employee‘s prerogative to educate HR regarding these laws.  
2. In your view, how do such knowledge challenge or improve your prospect 
and career progression in the construction sector? 
Participant for interview 1 vehemently suggested that, “…..if you don't know, you 
won't bother about this training and trying to develop yourself, but if you know 
about these rules, obviously you will follow certain steps to make sure that you 
are equipped. And when you also compare yourself with your peers, you will 
always want to be a step ahead.” If the individual does not know about these 
training protocols required by the councils, then HR cannot take you through 
them through proper training. Participant for interview 2 suggests that, “They do 
expect us to practice a certain level of professionalism guided by our councils 
that we subscribe, but as how to help us practice relevantly, they are not doing 
anything.”  
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Participant for interview 3 strongly answered that the miss-education of HR 
regarding these laws, “… affects the employee in a manner that, HR will not 
highlight or they cannot encourage the development of individuals in the 
construction sector because they are not aware of what do we in the construction 
sector term as achievement……. Just as long as the post is filled to them it‟s 
OK.”  
Participant for interview 5 noted that “If the employer was knowledgeable in my 
view, most of the challenges faced by the organisations in terms of skills shortage 
would be adequately addressed.” 
Participants for interview 8 suggest that, “If they are aware of the laws then we 
get trained according to regulation or council or whoever needs to approve them. 
Chances of you derailing are lowered because they know. Whereas you find in 
some units or other organisations they employ a supervisor who is supposed to be 
a mentor who is not knowledgeable about the profession and the work that you 
do. So what are the chances that this person will guide or train people properly? 
….. In our cases we are on the right track because they know and obviously it is 
our job to know as well. That is why in some institutions they employ trainees 
only to do photocopies which is work that does not go in line with your council. 
With us management is knowledgeable.” 
Participant for interview 9 suggest that, “It is comforting to work with people who 
understand what is expected of you in terms of regulation. This mitigates issues of 
conflict regarding overlapping duties and on the scope of work as expected from 
practitioners participating in a project team.” 
If the knowledge that governs built environmental laws is not known, then HR 
and employees can never be sure to align with the training requirements from the 
built environment councils. Employees as industry patriots must show interest in 
educating HR and management of the correct training protocol. With the correct 
training protocol, chances of differing are kept at its low.    
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3. Based on your experience, is your employer receptive to training and 
education at differing stages of the life cycle of a built environment 
related professional career? 
Eleven of the participants perceive that their employer is receptive to training and 
education related to professional career. Participant for interview 7 suggest that 
their organisation, “…even go to the extent of allowing us to leave as early as 1 
pm, so we can go and study in the afternoon. The supervisor is aware.”  
Participant for interview 2 insist that “They always say only if it is job specific 
and related to what I am doing at the organisation. Any other programme 
management would not approve. I have attended a few but I'm not satisfied…” 
4. Please describe the type of training and education, which is important for 
professional registration that you recently attended? 
All participants described the training that they have attended for the benefit of 
professional registration in recent past. The participants mentioned: 
 Advance certificate in project management. 
 Contract management. 
 Monitoring and evaluation of projects and programmes. 
 Microsoft projects for scheduling. 
 Courses on council boards examination preparation. 
 Health and safety practices. 
The above mentioned were attended in events that are not limited to CPD related 
workshops, seminars and ‗day to day‘ practical training events. 
5. Are you satisfied with the opportunities at your disposal to apply your 
expertise as required by the discipline? If yes, please explain. 
In addition, eleven participants indicate that they are satisfied with the 
opportunities they receive from their employer in order to apply their expertise. 
Participant for interview 10 was confident that work can be done without the need 
for supervision. The organisation offers autonomy. He replied that, “I can do 
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work without supervision. I can only consult where I am not sure so that I get 
advice.” 
Participant for interview 1 responded that opportunities for learning in the project 
environment sometimes occur by chance and are not purposefully introduced by 
the employer. The participants made an analogy by saying that, “it's not as per 
plan but you will find that you find yourself in a situation whereby you lack 
certain resources and the project needs to progress and you are forced to fill that 
role……. In the process you also training yourself to also apply other skills other 
than just being pure project manager.” 
6. Does your employer provide a process where you hold regular reviews 
and adjustments to professional development training and education to 
ensure your progress in the work place? If yes, please provide additional 
information. 
Table 4.15: Reviews for professional development training 
Response 
Yes No Unsure 
6 8 0 
 
Eight interviewees answered that their employers do not provide regular reviews 
for professional development training and education. Participant for interview 3 
responded that most of the time candidates or employees have to find ways to get 
around rigid and unsupportive managers who do not support professional 
development training. Earlier in the interview the participant mentioned that 
“…….one thing I can highlight is that our head of Engineering is not an engineer 
himself, he just has a qualification in engineering but although he is expected to 
manage experienced professional engineers and experienced professional 
technicians …... There are always problems when subordinates submit an 
application in order to attend courses or engage in matters of their professional 
development, he does not encourage that because he does not see it as 
necessary….” 
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7. Are you pleased with the career development or progression opportunities 
available to you in your firm? If yes, please provide some reasons. 
Table 4.16: Career development opportunities 
Response 
Yes No Unsure 
4 9 1 
 
More than half of the participants agreed that there are limited career progression 
opportunities in their organisations. Participant for interview 10 answered, “I 
have consulted with HR regarding my future prospects in the organisation and 
they don't have positions available for professional town planers. They cannot 
simply absorb us where there are no positions available ….. They will keep on 
renewing our contracts until there are positions available and the matters of the 
structure resolved.” 
Participant for interview 3 expressed his dissatisfaction with a practical analogy, 
“Already there is a position of contracts engineer that has been advertised …. 
Over the past three years the position of contracts engineer has not been filled.  I 
went for interviews, two or three times but I have not been given the opportunity 
to progress into the position. There is no programme to develop me into the 
position that is why I say that I am not.” 
8. Would the available training and educational opportunities in your firm 
advance your career in the sector? 
Only six of the fourteen interviewees believe that the current training and 
education opportunities available at their organisation are adequate for career 
advancement in the sector. 
Participant for interview 2 responded: “If they improve to a level where they look 
at what you want to achieve professionally and not only delivering on what you 
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are doing now, then it would meet the needs for professional development.” 
Interview participant for interview 3 mentioned before that HR goes beyond than 
just recruitment and filling post. It is also about management of the development 
of that resource.  
9. Please provide additional comments that would highlight the connection 
between human resource development and your professional 
development? 
Participant for interview 2 responded that, “I think HR has a duty to investigate if 
people are doing what is in line with their professional requirements according to 
different councils. Then they would eventually be able to enforce it to the 
management so that we can work towards our professional development.” 
Participant for interview 1 responded with by suggesting that, “I think it is very 
important to have a training and development programme. Like what my previous 
employer used to do, you know there is a department that is looking only at the 
training needs. Then identify the (within the company) gaps, goes back to tertiary 
institutions, identify those students that have talent but just only need to be 
supported financially, then give them the financial support, you make sure that 
when they finish they come back, you train them. ……. At least if you go and get 
new students from tertiary, you know chances are the first two or three years of 
their career they will still be working for you. You must design a programme in 
such a way that they need to work back towards what you have invested in them. 
In doing so, they are also gaining the exposure and gaining the experience. It 
also benefits the company as well. It also benefits the country as a whole because 
it improves the employment capability and also other educational needs.” 
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4.3 Descriptive Evaluation of Research Questions 
4.3.1 Research Question 1 
How does rigid attention to technical skills perceived to be central to project 
delivery affect soft skills among built environment professionals? 
The interview findings on training show that: 
 When asked whether they are satisfied with the investment that their organisation 
makes on training and education, more than half of the participants expressed their 
joy for such investment. Participant for interview 4 had finished his further studies 
and was asked by his organisation to train others.  
 Most of the participants agreed that their respective organisations are the 
champions for their training, learning and education.  
 A mean score of 3 indicates that the participants are of the opinion that the job 
related training received is adequate. A total of 6 respondents, which is the highest 
number of people on the same score, scored a 3 whereas the other scores were 
distributed amongst other participants. 
 When asked how effective was the training received for the job, most of the 
interviewees suggested that the training received is effective. 
 The majority of participants were aware that human resource management is 
viewed as a knowledge area within the project management domain. Participant 
for interview number 8 suggested that no project can prosper without the use of 
people. The respondent said that skills resonate in people, and people apply skills 
to take the project through to hand over back to the client. 
 All interview participants were fully aware of the life cycle for professional 
development. This was after some further elaboration on the part of the researcher. 
This indicated that they are fully aware of the training required at differing stages 
of the life cycle for development. 
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 Participant for interview 2 reiterated that he would deliver but would still require 
more training that is beyond the technical scope. The respondent emphasised that 
technical abilities are not enough but also the ability to manage your outputs, 
manage other people, knowing about the impact that a technical professional 
makes on a contract and also manage conflict in projects are the key attributes that 
ensure that the project is executed within the triple project constraints. 
 When asked if there is any structured training programme initiated due to specific 
project team requirement, the majority of the participants responded in the 
affirmative. Participant for interview 9 made a practical analogy about the current 
programme introduced due to project team requirements. They are attending a 
contract management course because most of their projects were prone to 
contravention of the contract. 
 When asked about the formal process that their HR departments use to identify 
skills gaps, less than half of the participants responded that there is a formal 
process. The rest of the respondents were unsure of this process or have not heard 
of such process in their organisation. 
 The findings show that there is no formal process for identifying skills gaps for 
most organisations. HR interventions are almost always tactical in feature, 
unplanned, have no structure and the outcomes or the return of investment towards 
training is never measured. This they contend hampers the development of 
complementary soft skills.  
 When asked to mention this formal process participant from interview 2 
mentioned a skills audit from his organisation. This is where HR conducts 
research to find out if employees are placed correctly in the organisation. They 
look at the qualification, the years of experience and ability or potential to do the 
job. Then they look at the post that the employee has filled, and then HR makes a 
finding regarding the employee being under challenged and employee requiring 
training to order meet his post obligation. The findings are kept confidential. This 
kind of process is strategic in nature. This is because that there was a degree of 
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forecasting and thereby the review whether the forecasted human resource plans is 
met. For this to be done correctly, HR departments should design and implement 
the structured programme for professional training so that an analysis during 
progress of the programme is conducted to ensure that employees are treading on 
the right track according to the development chart. 
 Participant for interview number 9 suggested that skills gaps are identified through 
project review and project meetings. This is a reactive process rather than 
structured from the beginning with plans of the kind and type of training that each 
project team must do to fulfil his duties to avoid such occurrences that threaten the 
success of projects. A project team member who is employed after this training 
intervention may miss out. Once the training is done and administered, it is not 
registered on the list of training that a project team must attend in terms of the 
structured programme, it is simply forgotten until such time the project team 
suggests another training intervention to HR. This process can be used for 
updating the existing structured training programme for employees. 
 All participants mentioned that there are no projects specific performance 
appraisals done. The project specific performance appraisal may be done for 
motivational purposes as projects are executed with limited resources. 
 Participant for interview 1 responded that opportunities for learning in the project 
environment sometimes occur by chance and are not purposefully introduced by 
the employer.  
The findings from the interviews have provided answers to the above mentioned 
question to a great extent. For example, participant for interview 2 reiterated that he 
would deliver but would still require more training that is beyond the technical scope. 
On the other hand, participant for interview 1 responded that opportunities for 
learning in the project environment sometimes occur by chance and are not 
purposefully introduced by the employer. The finds show that it is the fact that there is 
no formal process for identifying skills gaps for most organisations. HR interventions 
are almost always tactical in feature, unplanned, have no structure and the outcomes 
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or the return of investment towards training is never measured and that hamper the 
development of complementary soft skills.  
4.3.2 Research Question 2 
What support can be granted to diminish job insecurity especially amongst 
young candidate professionals in the built environment? 
The interview findings on job security show that: 
 When participants were asked if they understood management goals related to 
training and education, most of them agreed that they fully understood these goals. 
This suggests that the participants do not carry a feeling that they are polarised in 
their organisations. They are not feeling inadequate regarding their organisations 
and their future. Therefore management goals for their respective organisations 
fully support them in their professional training. This support (derived from 
organisational goals) then also decreases their job insecurity levels.  
 Participant for interview number 4 said that the HR department have not reached 
the maturity in terms of their knowledge regarding management goals. This was 
perhaps caused by the fact that management themselves were new to this theme of 
professional registration. Maturity levels in this regard should be high so that HR 
departments can be at liberty to support and harness skills in order to diminish job 
insecurity.   
 Participants of interview 10 added that it is the employee‘s prerogative to educate 
HR regarding these laws. At times they can be seen as trouble makers but if the 
employee have juristic laws as basis for challenging organisation HR impediments 
that threaten the attainment of professional skill, employees can win the case. Not 
forgetting that assertiveness must be done in a respectable manner. Management 
support is also required to make this learning effective as HR department in most 
organisations operate as management business partners. In this way, job security 
treats are diminished. Earlier in the literature review it was established that job 
insecurity is also measured by the capability to finding employment for the same 
position elsewhere. Without skills, job insecurity remains a threat. 
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 The management for some of the firms are not explicit about professional training 
and development of soft skills. This makes it difficult for the employees to map 
their future prospects within the organisation. During the definition of terms, job 
security is measured on the employee‘s intension to stay within the organisation. 
As job security is a matter of employee‘s perception, this perception can be 
misguided in an environment where training and development is not explicated in 
one form or the other. In this regard management can offer support through 
explicitly cascading organisational goals into action by introducing processes and 
procedures to guide both management and employees. This will definitely 
diminish job insecurity levels. 
 Most of the participants were aware of skills programmes integrated within 
projects. This should be for their learning and education. Participant for interview 
number 3 highlighted that management is employing graduates and interns just as 
a tick box. In this case, HR itself completely ignores its duty of adding value 
regarding learning and skilling. If no value is imparted to the interns and graduates 
that deflates their capability of finding employment. This acts as a treat to the 
entrants to the industry and thereby escalates job insecurity. This means that, 
government may increase its investment in infrastructure with the hope of 
increasing employment and; whereas on the other hand, the organisations involved 
in the planning and execution of these infrastructure projects are not adding value 
towards transfer of skills to the young previously disadvantaged aspiring 
candidate professionals. Support can be offered in this regard, in integrating 
professional skills programmes within projects so as to aid transfer of much 
required skills. 
 Some organisations employ supervisors who are not registered professionals to 
mentor candidate professionals. From the literature review it was ascertained that 
a candidate professional must practice under the supervision of a registered 
professional for the discipline. This phenomenon makes the candidate vulnerable 
to improper technical education and training that does not talk to the training 
required for professional registration. This also makes the candidate vulnerable to 
non-registration as their training report may be lacking some areas of experience 
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that is a prerequisite for professional registration and therefore rejected by the 
councils. In addition, the fact that their management have not gone through 
required professional training makes them improper mentors as it is a requirement 
that candidates must work under the mentorship of a registered professional in a 
particular area of work. Support in this regard can be offered by providing 
professionally registered individuals to stand as mentors for candidate 
professionals.  
 Participant for interview 9 suggest that it is comforting to work with people who 
understand what is expected of you in terms of regulation. This mitigates issues of 
conflict regarding overlapping duties and also on the scope of work as expected 
from practitioners participating in a project team. In this case job security is 
alleviated as the 
The findings have provided additional insights surrounding the research question and 
as such, it can be seen that the answers were provided to satisfactory extent.  
4.3.3 Research Question 3 
How does the lack of HR development and related training legislation in the built 
environment industry affect the professional growth of the employees of 
contractors and consultants engaged on such projects? 
The interview findings on professional development and laws show that: 
 When the participants were asked if their respective organisations know about the 
laws that govern training and education in their discipline, most of the respondents 
agreed that their organisations are fully aware of such. Participant for interview 4 
reiterated his concern regarding the level of maturity of this knowledge by HR. 
 When the participants were asked how does such knowledge challenge or improve 
their prospect and career progression in the sector, they suggested that if an 
employee or an individual does not know about these professional development 
protocols, then no one else will bother.   
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 If the individual or HR do not have knowledge of these laws, participant for 
interview 3 suggested that the individual or HR will be unable to motivate for 
training neither will HR be able to encourage the development of professional 
status. 
With respect to the third research questions, the above findings have highlighted areas 
of interest and in doing so, answers were provided. In fact there are countless enabling 
regulations and policies; the onus is on the correct implementation of such regulations 
and policies. The findings have provided additional insights surrounding the research 
question and as such, it can be seen that the answers were provided to a satisfactory 
extent. 
4.4 Chapter Summary 
From the findings of this chapter, it is clear that to mitigate the current high levels of 
unemployment in South Africa, government need to increase its spending on 
infrastructure projects and improve on purposeful skills development towards 
professional development. These skills should not be focused only on lower levels of 
skills, but should also cover professional skills as well. Debra and Ofori (2006: 442) 
say that:  
“Issues pertaining to the training of professionals in the industry in sub-
Sahara Africa remains relatively unexplored…..because international 
organisations that provide funding for research tend to focus on low level 
skills training as a means of reducing unemployment.”  
By analysing the life cycle of professional development (ECSA, 2012: online), HR 
should administer training programmes that would engender professional registration. 
Upon introduction of training interventions, HR aspect of the PM knowledge area 
should coordinate the endeavour through a structured programme. Programmes 
should have a characteristic of a plan or a schedule of the training so as to administer 
training appropriate at differing stages or phases of the programme. The schedule 
should map a chart of the levels and gates keepers during a training intervention. 
From the findings of the discussions, HR should have a thorough knowledge of the 
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laws that govern training and education in that subject discipline so as to ensure 
compliance and required outcomes effectively attained. Monitoring of the progress of 
this training intervention on a regular basis should be done. Also, in order to create a 
feedback loop for lessons learnt, HR should evaluate the outcomes of the training 
intervention so as to make adjustments on the training programme to improve quality. 
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CHAPTER 5 
5 SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 
5.1 Summary 
According to the findings of the interviews, it is evident from the empirical study that 
government should strengthen its interest on professional skills development benefits 
through infrastructure investment initiatives. Especially initiatives that support issues 
that is on the national development agenda of South Africa. Unemployment and skills 
development are priorities in this regard.  
5.2 Conclusions 
The challenges that are faced by candidate professional which also impede on their 
route to professional registration were explored. These challenges were identified as 
lack of support that can diminish job insecurity, lack of balance between professional 
training and other training required to deliver on job mandate and also lack of 
programmes intensifying professional skills development. 
The challenges, in terms of the research questions of the study, were investigated by 
the review of related literature. The literature firstly tapped on the impasse called job 
insecurity. Job insecurity is an impasse because it affects the individual‘s ability to 
progress. Job insecurity affects the individual psychological ability, negatively affects 
the individual‘s ability to perform his duties, and negatively affects the growth of an 
organisation. Job insecurity impasses were tested against the famous Maslow‘s 
theory. It was established that the effects of job insecurity can completely hamper the 
individual‘s ability to progress mentally, in life and at work. This creates a trap 
against development. The literature review then centred on the lack of balance 
between technical training and training required to cultivate soft skills. Empirical 
findings, discovered that such skills were identified by interviewees as project 
management skills, contract management skills, project monitoring and evaluation 
skills, project scheduling skills and courses on council boards examination 
preparation. Participant for interview 2 reiterated that he is confident with his ability 
to deliver on his duties but would still require more training that is beyond the 
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technical scope. The findings show that technical abilities are not enough but also the 
ability to manage your outputs, manage other people, knowing about the impact that a 
technical professional makes on a contract and also manage conflict in projects are the 
key attributes that ensure that the project is executed within the triple project 
constraints. Issues regarding lack of professional mentorships were discussed. Lack 
thereof radiates the unfortunate state for the lack of professional registration for the 
historically disadvantaged individuals. The literature also focused on professional 
development. Impediments such as lack of knowledge of these enabling legislations 
and lack of HR development initiatives hamper professional development.  
The primary data and information were obtained through conducting interviews. The 
method for extrapolating information that was used during the interviews was an 
interview protocol.  
Findings from the empirical study indicate that HR departments do make an effort in 
investing in training and development. The training programme offered by HR 
departments is often not structured and therefore frustrating. A structured programme 
offers guaranteed exposure to all the areas of work experience as required by the 
respective councils. This also ensures that respective mentors cover all the needed 
areas in foundational training in each discipline. The structured programme can also 
act as a basis by which HR can review the progress of the programme and also 
measure the return of investment of the training programme. If any HR training 
requisite is lacking (skills gap that is apparent) from the programme, then HR can 
quickly identify the need therefore make a decision on the introduction of a HR 
intervention to fill the skills gap. It is evident that management of most organisations 
do offer these training programmes. It is perceived that the training programme that 
they offer adds value to job performances. Knowledge and understanding of the 
importance of HRM on infrastructure project is more than adequate. HR techniques 
for identifying education and training requirement seem to be more biased towards 
technical skills. There is not enough attention given to soft skills. Findings from the 
literature review indicated that HR departments need to take a systematic approach in 
the planning for training and development. This way, training required for soft skills 
can be catered for.     
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Management goals to aid job security through training and development were to some 
extent understood. The subject ‗training and education‘ is one that forms a 
prerequisite in the relevant councils for a candidate route towards professional 
registration. Lack of training also makes the candidate vulnerable to non-registration 
and therefore vulnerable to job insecurity. Training is essential in mastering the trade 
and also in the meticulous application of such skills. Upon mastering of the trade, it 
becomes easier for an individual to be confident about their role in the project team. It 
also becomes easier to build a network with other professionals from other walks of 
the built environment fraternity. Therefore this increases ones employability in the 
sector and thereby increases the job security. Therefore there is a connection between 
lack of professional development and job insecurity. The lack of training could be 
detrimental for candidate professional on route towards professional registration. 
Management must be explicit about training and development and reiterate such 
commitments on business strategic plans and creation of HR training policies and 
procedures. Without this undertaking, it makes it difficult for the employees to map 
their future prospects within the organisation. Employees therefore set out to find 
greener pastures. Training programmes are integrated within the projects which focus 
more on technical skills. There are, however other structured training programmes 
introduced due to specific team requirements which may focus on the soft skills. This 
balance of attention on both hard technical skills and soft skills that offers intelligence 
indicates HR commitment in administering structured training programmes.  
Most HR departments in organisations are familiar with the laws and legislation that 
govern Training and education for the built environment professions. If the 
knowledge that governs built environmental laws is not known, then HR and 
employees can never be sure to align with the training requirements from the built 
environment councils. Employees as industry patriots must show interest in educating 
HR and management of the correct training protocol. With the correct training 
protocol, chances of differing are kept at its low. 
Data collected from the literature review indicates that these policies are relevant. 
Policies such as the NQF, CHE, and Skill development act are relevant. This is with 
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all knowledge that the built environment councils contribute by advising on all 
matters pertaining to education therefore in liaison with the CHE and the NQF. 
Councils also identify work that should be performed by professional practitioners 
and ascribe these areas of competence. This is done through the CBE and the 
competitions tribunal.  Councils also ensure professional development through the 
system of CPD.    
5.3 Methodological limitations 
The methodology adopted in this study was a qualitative research method. The 
method chosen for conducting the qualitative study was through interviews. 
Interviews were chosen to be appropriate for collection of data in order to capture and 
preserve the soft human variables that are attached with the subjective nature of the 
topic. In order to fulfil the requisite of the phenomenological strategy, fourteen 
participants were interviewed. Participants of the interviews were employed at various 
companies. These companies were based in the Gauteng province operating in the 
Midrand and Pretoria region. The participants were further required to be in 
possession of a valid educational degree which sets a minimum requisite on route 
towards professional registration. 
The Gauteng region is the production hub of the country therefore the study may be 
extended to the rest of the South African country. The weakness to this effect is that 
the study may not reveal the perceptions that the candidates may have on 
infrastructure investment that are on other parts of RSA. Also, the candidates from 
other parts of RSA may have a different experience than those in the Gauteng region. 
Another limitation was experienced during review of related literature. This is 
regarding the four dimension correlation between the Skills Development Act, the 
SETA (CITA), the CBE and the respective consultants and contractors that are 
conducting business in RSA. The Skills Development Act requires organisations (with 
some exceptions, including small and micro enterprises) to submit a workplace skills 
plan to the relevant SETA for approval and for recovery of part of the levy (Meyers, 
2007: 154). The training authority that the construction industry makes reference to is 
called the Construction Industry Training Authority (CITA). This means that 
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organisations (private consultant companies and contractors) must submit the 
workplace skills plan for approval. After approval by CITA, these organisations can 
recover part of the skills levy that is charged. This is a gap that the various councils 
need to close because the CITA approves the skills plans without the approval of the 
respective councils. What is more frightening is that the development of skills for 
built environment professionally registered practitioner is not mentioned in the skills 
development act and therefore it can be assumed that it is not covered under this 
policy.  
Although one might argue that skills are regarded as skills weather they are for 
professional or artisan level. The development of professional skills are however 
clearly defined under the respective built environment act where it is stated that the 
respective councils must undergo a process of consultation and make 
recommendations regarding the identification of the type of work which may be 
performed by persons registered.   How can the CITA authenticate these skills plan 
without the involvement of various councils representing these scarce skills to 
authenticate such skills plans? Authentication or verification is important in cases 
where the various companies are just doing this as a matter of ticking a box with no 
real or lasting meaning to the candidates. This is also to verify if the respective 
employees employed for such work - pertaining to the built environment – are 
actually practising and aligned to the type of work approved by the councils. Nowhere 
in all the built environment acts, including the CBE act, where there is a feedback 
loop that ties back to the skills development act. If this relationship is not realised, 
how will the minister be expected to make an informed decision and realistic plans 
regarding professional skills development in South Africa? Government should come 
to a point where they provide sustainable funding for professional skills development 
by investing in infrastructure with the objective of engendering professional skills. 
Information that may be used to justify the funding and the investment are skills plans 
information from the CITA and such information must be reconciled with the 
aggregate registration data from CBE.  
Another limitation identified as the study was carried out is the fact the construction 
industry is a fairly dynamic industry. According to the literature reviewed, 
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unemployment can be alleviated through equipping the masses with skills. Whereas it 
is commendable for government to focus on artisanship skills, it is also important for 
the government to also focus on professional skills as well. This will cultivate a 
culture of skills transfer in the industry. This may also ensure that candidate 
professionals embarking towards professional registration do not abandon their 
professional training due to certain hardships experienced.  Therefore, this will make 
the built environment industry conducive for HDIs to register as professionals.  
Empirical findings highlighted do support and provide answers to the research 
questions to a satisfactory extent. Therefore no limitations were identified in this 
regard.   
5.4 Recommendations for further studies 
 Establishment of the national Historically Disadvantaged Individual supply and 
demand plan using data from CITA and CBE should be explored in future 
studies, so as to ascertain professional skills development demands and meeting 
demands with an equal supply. 
 Establishment of a registration model so as to ensure that candidate 
professionals that enter into professional training will be assured professional 
registration once the period of training is exhausted. 
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26 August 2013 
TO WHOM IT MAY CONCERN 
Dear Madam / Sir, 
Re: Unlocking the Development of Built Environment Professionals through 
Infrastructure Investment in South Africa  
I would like to take this opportunity to sincerely thank you for taking time out from 
your busy schedule to meet with me. I am currently conducting a research relative to 
the problem as stated above in partial fulfilment of the requirements for an MSc in the 
Built Environment qualification at the Nelson Mandela Metropolitan University, Port 
Elizabeth, South Africa. 
 
The meeting to be conducted will comprise of two components: firstly, a short 
questionnaire with regard to you and your organisation, and secondly, an open-ended 
interview with the duration not exceeding 20 minutes. The interview will be recorded. 
Please be assured that the entire interview will be confidential. 
Should you require any further information regarding the study, please do not hesitate 
to contact me on:  
076 241 0444 (Mobile)  
(011) 800 6142 (Work)  
MputaNS@eskom.co.za or nobutyani@webmail.co.za 
Thank you in anticipation of your response.  
Yours sincerely  
Sinethemba Mputa 
Researcher 
 
Dr Fidelis Emuze PhD, GMICE, AMSAICE, ICIOB 
Supervisor 
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INTERVIEW PROTOCOL 
A – Demographic information 
1. Please state your gender (Male, Female)?  
2. Please indicate your age group (21 – 30, 31-35, 36-45, Over 45)? 
3. Please indicate your highest level of education (ND, BTech, BSc, BSc (hon), 
MSc, MTech, PhD)? 
4. Please indicate the length of your professional experience (1-5, 6-10, 11-15, 
Over 15)? 
5. Please state your designation (Project Manager, Quantity Surveyor, etc)? 
6. Please indicate your professional affiliation, if any (SACQSP, ECSA, 
SACPCMP,SACAP)? 
B – Theme 1: Training  
1. Are you satisfied with the investment your organisation makes in training and 
education?  
2. Are you satisfied with a structured programme for job related training that the 
organisation offers?  
3. Who is your training programme sponsor (Mentor, Supervisor, Respective 
Council, and Organisation)?  
4. On a scale 1 to 5, how much job related training have you received in the past 
year?  
5. On a scale 1 to 5, how effective is the training you receive for your job?  
6. Are you aware that human resources should be viewed as a knowledge area 
from the project management context?  
7. What is the level of your awareness in terms of the life cycle of professional 
development?  
C – Theme 2: Job security  
1. Do you understand management goals related to training and education? 
2. Please explain or describe how management training and education goals have 
impacted your employability in the sector?  
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3. Are you aware of any skills programmes integrated within projects at your 
firm?  
4. Are there any structured training programmes initiated and introduced due to 
specific project team requirements? If yes, please explain further. 
5. Is there any formal HR process for identifying skills gap according to 
structured training and education programme in your establishment?  
6. Please mention and describe formal HR processes used for closing existing 
skills gap according to the structured training programme in your firm?  
7. Do you understand how your work impacts the organisational business goals? 
If yes, please explain. 
8. Is there any formal process where you hold regular reviews and adjustments to 
project specific HR performance in your organisation?  
9. Are there any project specific performance appraisals done? If yes, please 
explain. 
10. Please provide additional comments that would highlight the connection 
between human resource development and resource loading in a project 
context? 
 
D – Theme 3: Professional development  
1. In your view, is your employer knowledgeable about laws that pertain to 
training and education in your discipline? 
2. In your view, how do such knowledge challenge or improve your prospect and 
career progression in the construction sector? 
3. Based on your experience, is your employer receptive to training and 
education at differing stages of the life cycle of a built environment related 
professional career? 
4. Please describe the type of training and education, which is important for 
professional registration that you recently attended? 
5. Are you satisfied with the opportunities at your disposal to apply your 
expertise as required by the discipline? If yes, please explain. 
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6. Does your employer provide a process where you hold regular reviews and 
adjustments to professional development training and education to ensure your 
progress in the work place? If yes, please provide additional information. 
7. Are you pleased with the career development opportunities available to you in 
your firm? If yes, please provide some reasons. 
8. Would the available training and educational opportunities in your firm 
advance your career in the sector? 
9. Please provide additional comments that would highlight the connection 
between human resource development and your professional development? 
 
 
 
 
 
 
 
 
 
 
 
 
 
